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This report describes a practicum project that 
designed, developed, and implemented a model collective bargaining 
procedure for use by educators in small and medium*sized districts in 
florida. Section 1 of the report presents a brief historical 
perspective on collective bargaining for teachers in the U.S. and 
public employee bargaining in Florida, and discusses results of a 
survey on the present collective bargaining status of teachers in ^ 
smali^and -^medium-sized"^^ 

information on the design, development, approval, and adoption of the 
model procedure. Section 3 deals vith -the actual implementation of 
the procedure in Columbia County, Florida. Appendix A contains the 
model collective bargaining procedure and Appendix Q contains a cqpy 
of the Columbia County master contract that was negotiated using the 
model procedure. Although the model procedure reflects present ^ 
conditions and legislation in Florida, the proceiss used to develop 
and implement the mod,el may be useful to educator groups, in other 
states as veil. (Author/JG) 
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ABSTRACT 

The purpose of this practicum was to develop a 
model collective bargaining procedure whereby local edu- 
cators in small and mediiim sized counties in Florida can 
effectively bargain collectively with local school boards . 
The procedure was developed and subsequently approved and 
implemented by the Columbia Education Association. The . 
successful implementation of the procedure which culmi- 
nated in the s^igning of a master contract between the 
Coliimbia County School Board and the. Columbia Education 
Association suggests that the procedure may be useful in ^ 
other counties (districts) of similar size. 

Although the practicum was concerned with imple- 
mentation at the local level of Florida State Law^ the . 
practicum report describes a process that should be useful 
to any group anywhere in the United States concerned with 
l^eveloping a model and implementing to obtain local 
representation . 
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INTRODUCTION ■ 

Educators in some small and medium sized counties 
in Florida found themselves in a dilemma with the advent of 
the passage of the Public Employee Collective -£-argaining 
Law in 1974. Many of them had worked diligently to bring 
about its passage only ^to find .themselves confronted with 
the problem of "how could they succeed in implementing it?" 
Specifically, they did not possess the financial resources, 
know-how and/or expertise to effectively bargain collec- 
tively with local school boards who did have the financial 
resources, know-how and/or expertise via the public till,; 
(taxing powers). 

This Maxi II Practiciim report deals with the . 
writer's efforts to design, develop, and implement a model 
collective bargaining procedure. The procedure was devel- 
oped to aid those educators referred to above in preparing 
' themselves to "sit "across the table" as equals with school 
boards and to effectively bargain collectively in behalf of 
their fellow teachers. 

The section on the status of collective bargaining 
by teachers presents a brief historical perspective of pro- 
fessional negotiations/collective bargaining by teachers in 
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the United States, the evolvement of the right of public 
employees (teachers) in Florida to bargain with their 
employers , and the results of a survey of the present 
status of collective bargaining by teachers in small and 
mediiim sized counties in Florida. 

The section on practicum procedure gives de'cailed 
information on the design, development, approval, and/or 
adoption of the model procedure. 

The section on implementaTtion of the procedure deals 
with the actual implementation of the procedure in -Columbia , 
County. 

Appendix A consists of the model collective bar- 
gaining procedure, A Model- Collective Bargaining Procedure' " 
for Use by Educators in Small and Medi\im Sized Counties in 
Florida, as it was adopted by the Columbia Education Asso- 
ciation ; and Appendix P presents the culmination of the 
entire Maxi II Practic\im effort, a signed master contract 
between the School Board of Columbia County and the Columbia 
Education Association. 
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CHAPTER I 

PRACTICUM RESEARCH 

..The 1974 session of the Florida State Legislature . 
passed a bill guaranteeing all public employees in Florida 
the right to collective bargaining. The bill, when signed 
into law on May 30, 1974, by Governor Rubin Askew, became 
the Public Employee Collective Bargaining Law of 1974 
(CH 74-100). Florida Statute CH 74-100 created the Public 
Employees Relations Commission (PERC or "Commission") to 

te_ an^^^ 

Teachers, being public employees, are covered by CH 74-100. 
The rights and privileges guaranteed teachers under the Law 
also required their assumption of certain responsibilities. 
The assumption of these responsibilities appeared to present 
problems for teachers in small and medium sized counties 
who did not have the financial resources to hire a profes- 
sional negotiator, and who did not presently possess the 
know-how and/or expertise to effectively bargain collec- 
tively with local school boards. 



4 

Historical Perspective of Professional ^iigqotiati2;is 
Collective Bargaining 

A. United States 

Professional negotiation (also ^^lied collective 
negotiation and collective bargaining) a tei^^ practi- 

cally unheard of in the vocabulary of ^^Ploye^'^^^-'-oyee 
relations in education prior to the 1950^^ jn I^Gq, the 
Pasadena, California, Board of Education becaine ^he first 
to adopt a professional negotiation a^^^^itien^ ^ result 
of a resolution by the'-^National EducatiOr\ Association 
(NBA), collective bargaining is an old^i: te^^^' ^^ed by 
labor and industry for a century. The ^^gne^ the 
1930s stimulated the use of the negoti^tij^g procesg 
labor disputes but did not invent the ^^^riti. Collective 
negotiation, a combination of the two^^^ritis/ •'•ikewise a 
recent addition to educational jargon* the l^'^Os, the 

modifying word "professional" has been /iiropped the pro- 

cess is referred to simply as negotiation^ ^j- collective 
bargaining. 

Stinnet et al. defined "professional negotiation" as 
a "set of procedures written and officially adopted by the 
local staff organization and the school board ^^^^h provides 
an orderly method for the school board staff Organi- 

zation to negotiate on matters of mutual concert' to reach 
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agreement on these matters, and to establish educational 
channels for mediation and appeal in event of an impasse*"^ 

Lieberman and Moskow^ defined "collective nego- 
tiations" as "a process whereby employees as a group and 
their employers make offers and counteroffers in good faith 
on the conditions of their employment relationships for the 
purpose of reaching mutually acceptable agreement." As an 
agreement-making process between a group of employees and 
employers, it should not be confused simply as the right of 
teachers to be consulted or to be heard. Phelps^ defined 
"collective bargaining" as "a group action concerned with 
reaching common points of agreement. It is a way of 
-arriving-^at-~decisions that -inf luence— terms-and-conditions 
of employment, that is, .^governance of the shop.' It is 
basically a negotiating and agreement-making process 
involving give and take by both sides." It begins with 
flexible positions from which both sides can retreat with 
honor and presumes a similar degree of bargaining power for 
representatives on each side of the table. 

^T. M. Stinnet, j. H. Kleinmen, and M. L. Ware, 
Professional Negotiation in Public Education, New York: 
Macmillan, 19 66, p. 2. 

^M. Lieberman and M. H. Moskow, Collective Negotia- 
tions for Teachers , Chicago: Rand McNally, 1966, p. 1. 

^orme W. Phelps, ^ Introduction to Labor Economics , 
New York: McGraw-Hill Book Company, Inc., 1955, pp. 75-76. 
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The NEA prefers the term "professional negotiations" 
whereas the American Federation of Teachers (AFT) cends to 
use "collective bargaining." Presently, there is consid- 
erable debate about the full meaning of these terms as well 
as about which should be employed in education. The dif- 
ferences in meaning are slight. The terms have more in 
common than the advocates of any one term would care to 
admit. More and more these terms are being used synony- 
mously. Negotiations/collective bargaining is a ireans 
whereby teachers formalize their access to the school power 
structure. Both the NEA and AFT advocate collective action 
by teachers. 

Today, State Laws are basic in employer-employee 
relations in public education. Wisconsin was the only state 
that had a comprehensive law regulating negotiation in public 
education prior to 1965. Between 1965 and 1967, 14 states 
— Alaska, California, Connecticut, Florida, Massachusetts , 
Michigan, Minnisota, Nebraska, New Hampshire, New York, 
Oregon, Rhode Island, Texas, and Washington — enacted legis- 
lation guaranteeing the right of teachers to join or not to 
join various types of employee organizations as well as to 
participate in professional negotiation. By 1972, 29 states 
had enacted legislation defining in some manner teacher- 
school board negotiation^ Maguire reports that "many state 
statutes have taken major portions of their collective 
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negotiations act verbatim from the Taft-Hartley Act (1947)" 
and "used precedents established by the National Labor 
Relations Board in deciding disputed cases in teacher nego- 
tiations before state appeals boards."^ 

The content of such state laws varies greatly in 
scope and substance; however, there seems to be little 
question,' from a legal standpoint, that certified school 
employees have the right to organize whether affiliated 
with a union or not. Several states have passed specific 
statutes stipulating that public employees have the right 
to join unions or other types of organizations. The 
traditional judicial view is that teachers do not have the 
right to strike, nor can compulsory membership be required. 
Only in Hawaii are strikes legal under certain conditions. 
In North Carolina and Virginia negotiating with public- 
employee organizations is specifically prohibited. ^ 

B. Florida 

Prior to 1943, the Florida Law and the State's 
Constitution of 1885 were silent concerning the right of 
public employees to bargain with their employers. Florida's 

4 John W. Maguire, "Professional Negotiations: State 
or Federal Legislation?" School and Society , Vol. 98, 
No. 2324, March, 1970, pp. 176-177. 

Sstinnet et al., op. cit., pp. 27-28. 
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governmental employers believed they were under no obligation 

to bargain with their employees. 

In 1943, the Florida Legislature enacted legislation 

regulating the activities of union officials and certain 

aspects of labor and management relations. The law made no 

mention of public employees, neither including nor excluding 

them. 

Three years later, the first"" case seriously ques- 
tioning the bargaining rights of governmental workers came 
before the State Supreme Court. In the Qase of Miami Water 
Works Local 654 vs. the City of Miami, the union asked the 
court to require the city to bargain with the union. The 
court found, however, that the city was not required to 
recognize the union for the purpose of collective bargainingp 

The question of public employee unions remained 
unanswered until 1959 when the legislature set down certain 
guidelines. These guidelines said public agencies could 
not hire anyone who: 

(1) participates in any strike; 

(2) asserts the right to strike against the state, 
county, or any municipality; or 

(3) is a member of an organization of government 
employees that asserts the right to strike 
against the state., county, or any municipality. 

The guidelines did assure public workers the right 

to freedom of association, self-organization, and the right 

15 
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to join or to remain a member of any labor organization 
that met the requirements of the law. In addition, the law 
said employees had the right to submit proposals concerning 
salaries and working conditions to their public employers. 

In an opinion by the Florida Attorney General the 
same year, the righ^rito submit proposals was qualified in 
that employees could submit proposals? but public employers 
were under no obligation to consider thiem. 

Finally, in 1968, the Florida Supreme Court, in 
Pinellas County Classroom Teacher Association vs. The Board 
of Public Instruction, established the right of public 
workers to bargain ar, members of a union or labor organi- 
zation. In the same year, the people of Florida approved a 
new State Constitution that included a section granting 
public workers the right to collective bargaining. The 
section states: 

The right of persons to work shall not be denied or 
abridged on account of membership or nonmembership 
in any labor union or labor organization. The right 
of employees, by and through a labor organization, 
to bargain collectively shall not be denied or 
abridged. Public employees shall not have the right 
to strike. 

The new constitution of 1968 assured the right to 
bargain collectively to all workers; however, this consti- 
tutional guarantee still required legislative action. 
Former Governor Claude Kirk, who strongly opposed the right 
of public employees to bargain, issued an executive order 

: '—-.r 16 ; ■ - : ■ ' : 
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prohibiting any state agency or officer from negotiating 
with any labor organization representing public employees. 

Shortly after Governor Rubin Askew took office in 
1971, he issued an executive order. that, although different 
in tone, had the same effect as Governor Kirk's order. 
Askew 's order declined to permit collective bargaining by 
public workers until the legislature approved procedures 
for such bargaining. Implementing legislation was intro- 
duced in each session of the legislature from 1969 through 
1973, but each time the legislation failed to pass. Then, 
in an unprecedented move, the Florida Supreme Court .-said 
if the legislature failed to develop the necessary proce- 
dures during the 1974 session, the court would do it. 

Acting under the shadow of the ^court's ultimatum, 
the 1974 Florida Legislature passed the Public Employe^e_ 
Collective Bargaining Law, Florida Statute CH 74-100. In 
passing the legislation, the Florida Legislature created 
the Public Employees Relations Commission (PERC) and man- 
dated that the Commission develop its rules and regulations 
by January, 1975. 

Law Permitting Collective Bargaining By Public Employees 

A. Public Employee Relations Law, Florida Statute 
CH 74-100 

Section 1. Section 447.03, Florida Statutes, is 
amended to read: 
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447.03 Employees' right to self-organization- — 
Employees shall have the right to self-organization, to 
form, join, or assist labor unions or labor organizations 
or to refrain from such activities, to bargain collectively 
through representatives of their own choosing, and to 
engage in concerted activities, for the purpose of collec- 
tive bargaining or other mutual aid or protection. 

Section 3. Part II of chapter 447, Florida Stat- 
utes is created to read: 

447.001 Statement of policy — It is declared that 
the public policy of the state and the purpose of this 
part is to provide statutory implementation of Section 6, 
Article I of the Constitution of the State of Florida, and 
to promote harmonious and cooperative relationships between 
government and its employees, both collectively and indi- 
vidually, and to protect the public by assuring, at all 
times , the orderly and uninterrupted operations and functions 
of government. It is the intent of the legislature that 
nothing herein shall be construed to either encourage or 
discourage organization of public employees. These policies 
are best effectuated by: 

(1) granting to public employees the right . of organi- 
zation and representation; 

(2) requiring the state, local governments, and other 
political subdivisions to negotiate with bargain- 
ing agents duly certified to represent public 
employees; 
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(3) creating a Public Employees Relations Conunission 
to assist in resolving disputes between public 
employees and public employers; and 

(4) recognizing the constitutional prohibition against , 
strikes by public employees- and providing remedies 
for violations of such prohibition- 

B. Public Employees Relations Commission 

The Public Employees Relations Commission was estab-* 
lished as a result of the Public Employee Collective Bar- 
gaining Law, CH 74-100. It operates within the Department 
of Commerce, but possesses independent, quasi- judicial 
powers in fulfilling its functions as mandated by the Law. 
The PERC has" the power to amend, promulgate, or rescind any 
rules' and/or regulations as it deems necessary to carry out 
its functions. 

The PERC may subpoena witnesses, books, documents,, 
records, etc. as necessary evidence to conduct its incjuiry; 

-and-it-may - administer oaths^and-af f irmations^-- A-ref usal--to ~r 

appear or produce the evidence requested by PERC may be 
construed by the Circuit Court, in the area in which hear- 
ings are being held, as contempt; and said person may be 
punished by the Circuit Court. ~ 

The PERC will decide who is eligible to serve as a 
mediator or special master, investigate all claims of pro- 
hibited practices and charges of striking by public 
employees. The PERC is not subject to the control of the 
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Department of Commerce when performing its duties; there- 
fore, it is a separate, independent entity (agency) with 
legi-slative, executive, and policing powers. Also, it has 
the power to provide relief and remedy to the grieved 
party. The PiERC was created to see that the process of 
collective bargaining is properly carried out by both 
parties. As with all governmental agencies, the findings 
of the PERC may be appealed through the judicial system. 

Present Status Of Collective Bargaining By Teachers In 
Small And Medium Sized Counties In Florida (Spring, 1975) 

A survey instrument was developed by the writer 
and mailed to forty-three county teacher associations/ 
organizations in small and medium sized counties in Florida 
(See Appendix B) . The purposes of this survey instriament 
were to gather data in order to determine the present 
status of collective bargaining by teachers in small and 
medium sized counties in Florida, to determine the need for 
a model collective bargaining procedure, and to gain input 
from existing agreements (master contracts) to be utilized 
in preparing a model collective bargaining procedure. 

Of the forty- three survey instrximents mailed, 
thirty-one were "returned. As shown in Table I-l, only 
three of the thirty-one counties responding had any form 
of bargaining or negotiations agreement in effect. Two 
were listed as professional negotiations agreements and one 



20 




14 



TABLE I-l 



PRESENT STATUS OF COLLECTIVE BARGAINING BY EDUCATORS IN SMALL 
AND MEDIUM SIZED COUNTIES IN FLORIDA 
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Items 

1. Associations/organizations having professional nego- 
tiations agreements 

2. Associations/orgainzations having professional nego- 
tiations agreements culminating in binding arbitration 

3. Associations/organizations having collective bargaining 
agreements 

4. Associations/organizations having collective bargaining 
agreements culminating in binding cirbitration 

5. Associations/organizations registered with the PERC 

6. Associations/organizations certified by the PERC 

7. Associations/organizations planning to become certi- 
fied as the bargaining agent for this year (1975) 

8. Associations/organizations presently having members ^ 
who have the know-how and/or expertise and are prepared 
to effectively bargain collectively with the school 
board 

9. Associations/organizations planning to hire a profes- 
sional negotiator to bargain with the school board in 
behalf of the teachers 

10. Associations/organizations belonging to a parent group 
• (state or national) that will bargain with/ or furnish 

the expertise to bargain with, the school board in 
behalf of the teachers 

11. Associations/organizations planning to use (train) mem- 
bers from their own ranks to bargain with the school 
board for teachers. 

12. Associations/organizations having access to a formal 
procedure, to use in training members in their own ranks 

. to_bar„gain jwith. ,.the_school_board..f or_teacher.s._,; _ _ 

13. Associations/organizations having access to a formal 
collective bargaining procedure available to other 
associations/organizations at a minimal cost 

14. Associations/organizations interested in having access 
to such a formal procedure at minimal cost (cost of 
reproduction) 

15. Associations/organizations having professional nego- 
tiations/collective agreements (master contracts) in 
effect who would lie willing to share and permit usage 
of portions of the same in developing a model col- 
lective bargaining procedure 
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as a collective bargaining agreement. One of the three 
contained a grievance procedure that culminated in binding 
arbitration, and the other two left resolution of impasse 
with the school board. 

Seventeen of . the thirty-one responding had . regis- 
tered with the Public Employees Relations Commission, but 
only three had been certified. Of particular interest was 
the fact that not one association/organization planned to 
hire a professional negotiator; however, nineteen of those 
responding fell: that they had members who presently had 
the expertise and know-how to successfully bargain collec- 
tively with the school board for the teachers, or they 
belonged to or were affiliated with parent organizations, 
who would either bargain for them or furnish the expertise 
and/or know-how to train their local members to accomplish 
the same. 

Twelve of the thirty-one responding indicated that 
they did not presently have the expertise and/or know-how 
to effectively bargain collectively with the school board 
for the teachers in their county, that they did not have 
the financial resources to hire a professional negotiator, 
and that they either did not belong to a parent organi- 
zation or their membership or affiliation with a parent 
organization did not entitle them to a representative to 
bargain for them or to be furnished with the expertise 
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and/or know-how to be trained to accomplish the same. Three: 
of the thirty-one responding had a professional negotiations 
and/or a collective bargaining agreement in effect, and 
copies of these were . furnished to the writer. They were: 
the Baker County Education Association, the Martin County 
Education Association, and the Pasco Classroom Teachers' 
Association. 
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CHAPTER II 



PRACTICUM PROCEDURE 

The writer became interested the ^^^^"'^^Pi^ent of 
a model collective bargaining procedu3^® as a re^^lt of the 
passage of the Public Employees CoHe^^^ive par^^itiing LaW/ 
Florida Statute CH 74-100, and having t)^^^^ j^gq^^^ted by "the 
President and Executive Board of the Col'^J^j^a C^ 
cation to serve as the chief negotiator for the Association 
Their request was motivated by the fa^:^ that membership 
dues were in (October,- 1974) , and it 'appar®"^ that 
financial resources were not available to hi^^ ^profes- 
sional negotiator. Also, that same itio^th the^^.^^Qciation 
had voted not to affiliate with a labo^ Unio"' P^^: se, that 

-™- - r could-have - f ur nished -^t 

bargain with the local school board, "^heir recj^^^st of. me 
was based on my having been a former ^^^^cto^ the 

i. . ' - r ' Florida Education Association, a former P.re.si^.?-'^ . o^^^ 

Columbia Education Association, , and a former ^^^^^intendent 

of Schools in Columbia County. 

. I declined the invitation to se^ve as '^he chief 
negotiator, but proposed instead that I (^eve^oP ^ model ' 
. collective bargaining procedure to be ittipieitienteci by the 



Association. The Executive Board bought the idea. I 
advised the Executive Board at that time that I was going 
to propose to Nova University that the development of the 
collective bargaining procedure serve as my Maxi;!! 
Practicum. I proposed the same to Nova University in early 
January, 1975; and after making ah addendum to the pro- 
posal, received final- approval from Nova on March 25, 1975.^ 

As stated in the proposal, A Model Collective'^ ''" V^^^ 
Bargaining Procedure for Use by Educators in Small and . 
Medium Sized Counties in Florida , the overall goals or 
expected outcomes of the practicum were to: 

(1) design, develop, and implement a model collective 
bargaining procedure for use by educators in small 
and medium sized counties in Florida; 

(2) accomplish the signing of a master, contract 
between the School Board and the teachers of 
Columbia County, recognizing the Coliiinbia 
Education Association as the exclusive bargaining 
agent for teachers; 

~- ( 3)- - get*~the-^^^ ^: 
adopted by the Columbia Education Association for 
future use; and 

(4) make the model collective bargaining procedure 
available to other organizations , associations, 
and groups in other districts. 

The writer, after a search of the literature, 

designed, then developed, a model collective bargaining 

procedure. The procedure consisted of four individual 

components. Each component was developed by the writer and 

submitted to the Executive Board of the Columbia Education • 
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Association for revision and/or approval. Upon completion 
and approval of the entire procedure, it was adopted by the 
Columbia Education Association Executive Board for imple- 
mentation by the Association (see Appendix A) . 

A. Literature Search 

A search of the literature was conducted to 
determine the present status of collective bargaining by 
teachers in other states and in other counties (districts) 
in Florida. The results are summarized in Chapter I of this 
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^^giof*^' ^ stdd^^^ ' ^^pieB of collective bargaining agree- 
^nt5 V ^) wet® obtained from the Baker County 

'^Uca^^ ^soci-^ ' tihe l^^^^^ti county Education Asso- 
^^^ti*^^' N pa^^° ^ ^^^rooio TeaQhers' Association (small 
iii^'^^^ ^ize^ ^^^^s in ^lotida) / the Collier County 
^Uca^ ^soci-^ ' t:he HiHsboro Classroom Teachers' 

^soc^ » tJi^ '^unty ^•'■assrooin Teachers ' Association 

^*^edi^ ■''^ Counties in Florida) , and from the 

^^ty '^'^^ ^^^s ijn^°^' """^^al AFT/ Gary, Indiana; the 

^Wa^ ^^soci^ ^5 St. Mary, s county, st. Mary's 

^Un^y Vlan^' ^he Scotts^^le Education Association, 

'^ott^ * 2\ri^ ■^hese m^st^r contracts were analyzed 

to ^^^^\^s t^^*^ °^^3«d be us-s^ in the design and devel- 

^^itien^ He mC''^^ °'^-^3«ecti'^® t>^rgaining procedure. 

De^^ ^. the t> '. 
0' ^3n ^ Collective Bargaining Procedure 

taesi-^ ^he Pi'Cicedure that was approved 

V tJi^ ^tiv^ '^f tM® Coiuinbia County Education 

^^^oC>^^^^^ dofl^^^^^'^ fouJ^ components: 
I. 

rrhe ^We B^^^aining Election 



jC^^^^^ Bargaining Agent 



3. - Cox^ 

X,qC^ ^^tive bargaining Organization 

The ^ "^We B^^^aining Package 

^ coi^'^^ Vas d^^^loped by the writer, then 

^^bini^^^ H tn^ ^^^°^^ive 3°^^^ of the Columbia County 
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Education Association for suggestions and/or reconunendations 
for improvement and final approval . 

C. Development of the Collective Bargaining Procedure 
1. Becoming the Bargaining Agent 

The development of the component on "Becoming 
the Bargaining Agent" required extensive study and/or famil- 
iarization with the Public Employee Coilective Bargaining 
Law, 1974 (Florida Statute CH 74-100) , and the Public 
Employees Relations Commission (PERC) Rules and Regulations. 
Both CH 74-100 and the PERC Rules and Regulations set forth 
specific procedures that all unions/employee organizations 
must follow in order to become the exclusive bargaining 
agent for public employees (teachers) . After careful study 
and familiarization, the writer excerpted from CH 74-100 
and the PERC Rules and Regulations those specific proce- 
dures. They were divided into two overall categories, reg- 
istration, and recognition and certification. A detailed, 
step-by-step outline was developed for each category along 
with editorial comments pertaining to the responsibilities 
of -the employee organization seeking to become the bargain- 
ing agent, suggestions for facilitating the process, and 
possible consequences of not fully complying with the Law, 
Rules and Regulations. A flow chart was developed delin- 
eating the steps necessary for recognition and certification 



of an employee organization for the purposes of collective 
bargaining. 

All the forms, petitions, applications, etc. neces- 
sary for registration, and recognition and certification 
were obtained from. the Public Employees Relations Commissicn, 
the Department of Commerce, or were developed by the writer 
and included as Appendices A-(3 of the Model CB Procedure 
(See Appendix A) . 

The component was submitted to the Executive Board 
of the Columbia County Education Association for approval 
on March 11, 1975. After only slight revision of the 
wording of the authorization card, the Executive Board 
approved the component and authorized immediate implemen- 
tation by the Association. 

2. The Collective Bargaining Election 

In developing the component, "The Collective 
Bargaining Election," the writer relied heavily upon his 
past experience in conducting elections, both successful 
and unsuccessful, and a brochure entitled. Guidebook to 
Winning Collective Bargaining Elections , prepared by 
Vincent Grove and Stanley Kern, New York State United 
Teachers, Division of Field Services, for the Florida Edu- 
cation Association, United Community College Faculty of 
Florida. Where portions of the "Guidebook" were incorpo- 
rated in the component, a special effort was made to adapt 
said portions to the local situation. 
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Another very important consideration in preparing 
this component was compliance with the rules. Rule 8H-3.28, 
Election Procedure; Rule 8H-3.29, The Method of Conducting. 
Elections; and Rule 8H-3.30, Runoff Elections; of the Public 
Employee Relations Commission. These rules are in fact 
administrative law and must be complied with by all unions/ 
employee organizations. 

Suggestions and/or recommendations for organizing 
for an election, conducting the campaign, election ground 
rules, and election day activities were developed and 
presented in detail form. When the component was presented 
to the Executive Board of the Columbia County Education 
Association for approval, several of the board members felt 
that the component was too elaborate for a county of our 
size. Also, several members of the board felt that the 
Association was going to be certified as the bargaining 
agent without a collective bargaining election; so the 
component was not approved at that time. Two weeks later 
a rival employee organization intervened and the PERC, 
after a consent hearing, ordered an election. The Executive 
Board convened in special session and approved the com- 
ponent as it was originally presented. — 

3. Local Collective Bargaining Organization 

The development of the component on 'Local Collective 
Bargaining Organization" was the most difficult of the four 
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components that constitute the overall Model Collective 
Bargaining Procedure for the writer. The newness of 
collective bargaining for public employees (teachers) made 
it difficult to obtain information on local collective 
bargaining organization. The writer attempted to become as 
familiar as possible with the collective bargaining process 
through available literature and by attending two workshops 
offered by the Florida Education Association/United, then 
proceeded to develop the component. 

The bargaining team's performance at the table is 
of utmost importance; so the development of the component 
centered around suggestions and/or recommendations for the 
selection, assignment, and training of the team. Team 
discipline, the caucus, support for the team, and the 
development of table skills were also spoken of in the 
component . 

The Executive Board of the Columbia County Educa- 
tion Association recognized the weaknesses of this compo- 
nent and apparently ^sympathized with the writer. As will 
be elaborated on later in this report, the Executive Board 
approved the component for implementation; and at the same 
time, appropriated funds for a workshop to be conducted by 
a consultant- from the Florida Education Association/United 
in the areas covered by this component. 

4. The Collective Bargaining Package 

32 
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Ten collective bargaining agreements (master con- 
tracts) , seven from Florida counties and three from 
counties (districts) in other states, were collected and 
carefully analyzed for features that could be appropriately 
adapted to the local situation. The writer then developed 
a detailed , step-by-*step outline for'^preparation of 
demands, preparation of package, language of demands, 
establishing priorities among demands, cind a package check. 
Suggestions for faciliating the bargaining process and a 
flow chart depicting the same were included in the compo- 
nent. Also, survey instruments developed by the writer to 
assist in the preparation of demands and a model grievance 
procedure were included as Appendices H, I, and J of the 
Model CB Procedure (See Appendix A) . 
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CHAPTER III 

PRACTicUM IMPLEMENTATION 

When the writer proposed the development of a Model 
Cpllep tiye Bargaining procedure as a Maxi ,11 . Practicum. to . , 
Nova University f he v;ras advised that the development of the 
procedure alone would not be sufficient to meet the 
requirements of a Maxi II Practiciim. An addendum was made 
to the original proposal to include the implementation of 
the procedure and the signing of a master contract. The 
writer now realizes the wisdom of Nova's requiring his 
active participation in the implementation of the procedure 
before giving her final approval _and agrees that the 
greatest learning experience of the Practicum was his 
participation in the implementation oif the Model CB 
Procedure. 

Implementation of the procedure, a Model Collective 
Bargaining Procedur e_ for Use by Educators in Small and 
Medium sized Countie s in Florida ^ took approximately seven 
months. The procedure consists of four components: 
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I. Becoming the Bargaining Agent 
II. The Collective Bargaining Election 
III. Local Collective Bargaining Organization 
IV. The Collective Bargaining Package 
Due to the time factor, it was necessary to imple- 
ment the first comiponent while the remaining three were 
being developed. This did not, however,, present any great 
problem for the writer, since implementation of the first 
component mostly required filling out and filing forms, 
applications, etc. that had been developed by the writer or 
secured by him from the Public Employees Relations Commis- 
sion or the Department of Commerce. 

.1. Becoming the Bargaining Agent 

Implementation of the component, "Becoming the 
Bargaining Agent," consisted mainly of filling out forms , 
applications, petitions, etc. and filing the same with the 
appropriate agencies. The following activities were 
required: 

A. Registration 

1. Public Employees Relations Commission 

a. Checklist of information submitted: 

(I) Name and address of .local and parent 
organization, officers, staff, etc. 

(II) Amount of dues 

"35 

ERIC 
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(III) Current financial statement (budget) 

IV) Name and address of "agent for service' 
(CEA President) 




Nondiscrimination pledge 

(VI)^Wrior year financial report (audited) 

(VII) Registration fee of $15 

(VIII) Constitution and bylaws of local 

employee organization and its parent .. 
• ■ affiliate ........... 

b. Submitted to: Chairman 

Public Employees Relations 

Commission 
2005 Apalachee Parkway 
Tallahassee, Florida 32301 

Division of Labor , piorida Department of 
Commerce • 

a. Checklist of information submitted: 
(I) Report of Labor Organization 

(A) Form required proper notarization 

(B) Accompanied by $1 filing fee 
(II) Business Agent Application 

(A) photograph required . 

(B) Form required proper notarization 

(C) Accompanied by $1 filing fee 
(III) FBI Fingerprint Card 

(A) Completed by "agent of service" 

(B) Signed in the presence of official 
doing fingerprinting 
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b. Submitted to: Division of Labor 

Department of Commerce ■ 
Room 220 

1321 Executive Center Drive- 
. * East 

Tallahassee^ Florida 32301 

Bargaining Unit Defined 

Before the Columbia Education Association could be 
recognized as the exclusive representative (bargaining 
agent) for the teachers in Columbia County ^ it was necessary 
to define the bargaining unit. This was done by the 
Executive Board of the Columbia Education Association. 
Following guidelines set forth in the Model CB Procedure/ 
the Executive Board defined the bargaining unit by listing 
those categories (positions) it felt it could represent and 
who would have voting power. Some categories were included 
even though there was some question as to whether or not 
they were "management" or "confidential" employees . The 
final determination regarding categories to be included in 
the bargaining unit:was/ by law^ left to the PERC Hearing 
■Officerv- ■ 

C. Authorization Cards Signed 

Once the bargaining unit had been defined ^ the eli- 
gible population of the proposed bargaining unit were asked 
to consider: signing authorization cards designating the . 
Columbia Education Association as their exclusive bargaining 
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agent for a period of twelve months. It was made clear to 
the population of the proposed bargaining unit that indi- 
vidual members did not have to be a member of the Columbia 
Education Association to designate it as their bargaining 
agent. Fifty-seven per cent (57%) of the population of 
the proposed bargaining unit signed authorization cards 
designating the Columbia Education Association as their 
bargaining agent. 

D. CEA Bid for Recognition as Bargaining Agent by 
School Board o 

Encouraged by securing authorization cards from 
more than fifty per cenx^ (50%) plus one (1) of the eligible 
population in the proposed bargaining unit, the president 
of the CEA, Ms. Jeane NesSmith, presented the Columbia 
County School Board with a formal request for recognition 
of the Columbia Education Association as. the bargaining 
agent for the teachers in Columbia County for the 1975-76 
school year (see Appendix C) . The School Board refused to 
recognize the CEA, stating that they must first see the 
signed authorization cards. The President/ desiring to 
preserve the confidentiality of the signed cards, recom- 
mended that the Superintendent, who has the authority and 
legal responsibility to recommend the hiring, promoting, 
demoting, and firing of all school personnel in the school . 
system, not be given access to the signed authorization 
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cards due to possible recrimination. She recommended, 
instead, that a committee from the School Board or a neutral 
third party be appointed to verify the signatures. The 
School Board again refused recognition of the CEA as the 
bargaining agent. 

Immediately after the School Board refused to 
recognize the CEA as the bargaining agent, the Executive 
Board of the CEA was called into special session. It voted 
to exercise its prerogative under the PERC Rules and Regu- 
lations of petitioning the PERC for certification as the 
bargaining agent, since recognition had been denied by the 
SchocJl Board. The petition and the signed, notarized 
authorization cards were immediately forwarded to the PERC 
requesting certification of the CEA as the bargaining agent 

Between the time the petition was forwarded to the 
PERC and the time a hearing was called by the PERC to 
determine the sufficiency of the petition, a rivai employee 
organization intervened. The rival organization, the 
Columbia Association of Professional Educators - (CAPE) had 
not properly registered with the PERC; however, it was 
permitted to intervene on the grounds that it had submitted 
signed authorization cards from eleven per cent (11%) of 
the population of the proposed bargaining unit. Thus, a 
consent hearing was called by the PERC (see Appendix D) . 
'Two weeks later a formal hearing was held by the PERC 
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Hearing Officer. The appropriate collective bargaining 
unit was agreed upon by the School Board, the CAPE, and the 
CEA; the public employer was identified for collective 
bargaining purposes, a collective bargaining election was 
ordered by the PERC, and electioneering rules were agreed 
to by the School Board, the CAPE, and the CEA (see 
Appendix E) . 

II. The Collective Bargaining Election 

As stated earlier in this report, the Executive 
Board of the CEA had felt that a collective bargaining 
election would not be necessary, since it had been able to 
secure signed authorization cards from, fifty-seven per ,« 
cent (57%) of the population of the proposed bargaining 
unit. However, this was not the case. Once the election 
had been ordered by the PERC, the Columbia Education Asso- 
ciation proceeded to implement the component, "The 
Collective Bargaining Election," from the writer's Model 
Collective Bargaining Procedure. 

A. Organizing for the Collective Bargaining Election^^ 
An election committee was set up separate from the 
existing officers and executive board. The committee was 
given unquestioned authority by the CEA Executive Board 
but was charged with the task of producing a WIN! The 
campaign manager was appointed and subcommittees were 
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established. Assignments were made^ and key CEA personnel 
participated in a Saturday training workshop. The training 
workshop consisted of: 

(1) techniques in personal contact; 

(2) familiarization with the CEA's programm- 
es) facts on the CEA's successes in other areas; 

(4) background information on. the CAPE* s failures in 
other areas; 

(5) preparation of a calendar of events for the 
campaign; and 

(6) current collective bargaining activities and 
developments in the area. 

In addition to the appointment of subcommittees for 

the election campaign ^ building teams were set up for each 

of the ten school centers. Each building team consisted of 

at least three members ^ and no building team member was 

given the responsibility for more than ten teachers. Also^ 

a communication chain or brigade was established that proved 

very effective in keeping the workers informed and providing 

feedback on how the campaign was progressing. 

B. Conducting the Campaign 

That portion of the component that dealt with "Con- 
ducting the Campaign" was followed very closely. The staff 
survey and the negotiations questionnaire developed by the 
writer proved very helpful in conducting the election 
campaign and also in developing the CB package. Position 

o 
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^per:^ ptep^ ^ a P^°POsed binding arbitration 

^^^eV^^'' disti^ibuted. In the writer's 



^Hni^^' of. successful methods of getting the 

■ ^ the D^Hgtins (see Appendix P) . 



ba^^'' ^^'^^M rules Vera agreed upon by the- 

^hoo^ tii^ ' and cea at the consent hearing. 

3.-9^^ ^^^ate defined ^nd an, election date set. 

o^^^^""""^ ^le^^^^^ ^^^und i^^les ^ere later formulated by 

C^-^ ^^Vti^^^ ^^'^^ Cai^e w^s exercised to assure that 

\qe^ ^ourK^ ^lonfoi^n^ed ^^ith the Florida Collective 

^^tga^-^^"^^ ^■'■OO, the p^jj^^ Rules and Regulations, 

^n^a tP^ ^^lati^^ t:he Natioj^ai Labor Relations Board. 

0"^ ^xo^^ v/er^ th^j^ agreed to by the School 

^ tile ^^id 

^^rd/ ^AV^f ^ CBA/ ^nc^ app2:oved by the PERC. 

ru^-^^ ^'^^^ the as those suggested in the 

^iteJ^ ^el C;*^ "^ure *^^th only "linor modifications. 

aci'^^ in ^■'■^^tion ground rules, the County Super- 

^^sof ^ ^^^cti<^^^ ^^^'^^cted the election and administered 

e^-^^^^N Ae^^^^^' ^he cost born«5 equally by the 

Th^ ^5 of ' . 

eve^* ^-lectic*" a^y went off without a hitch. 

tliei-^ hoinework, and the advanced 
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preparation paid off. Two CEA poll watchers were stationed 
at each of the ten polls. The list of eligiblis voters was 
checked periodically, and the names of eligible voters who 
had not yet voted were given to the telephoners so that 
they could be called and reminded to vote. It was not 
necessary to challenge a single vote. When the polls 
closed, ninety-four per cent (94%) of the eligible voters 
had voted. 

Once the polls had closed and the ballots had been 
sealed, the ballots from each of the ten respective polling 
places were carried to a central location (the Off ice of 
the County Supervisor of Elections) , commingled, and 
counted. The Election Committee served as tally observers 
for the CEA. 

The results of the election were a tremendous 
victory for the CEA and this writer. Of the 346 votes 
cast, the CEA received 268 or seventy-seven per cent (77%) 
(see Appendix G) . The election results were then certified 
by the County Supervisor of Elections and ? forwarded to the 
PERC for certification of the Columbia Education Asso- 
ciation as the first collective bargaining agent of 
teachers in Columbia County. 

III. Local Collective Bargaining Organization 

Immediately after the writer had assximed the respon- 
sibility for developing a model CB procedure to be 
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implemented by the CEA, he had insisted that a Collective 
Bargaining Committee be appointed. The Committee was 
appointed by the President of the CEA and approved by the 
CEA Executive Board/ It consisted of nineteen (19) members 
of which the writer was one (1). This Committee was given 
the responsibility of becoming as familiar as possible with 
the collective bargaining process and developing the CB 
package. The CB Committee was divided into four subcom- 
mittees: the Format and Structure Committee, the Grievance 
Procedure Committee, the Curriculiim and Instruction Com- 
mittee, and the Finance and Fringe Benefits Cbinmittee. 

A. Selecting the Bargaining Team 

The Bargaining Team consisted of five (5) members 
selected from the overall Collective Bargaining Committee • 
One (1) alternate* was selected for each Bargaining Team 
member. The primary considerations for selection of the 
team members were interest, knowledge, articulation, and 
availability. Each team member in turn was assigned a 
position (title) and a major, area of concern: 

Title Major Area of Concern 

1 . A . Spokesman Package Rationale 

2. A Recorder Proceedings 

3. A Researcher Back-up Material 

4. A Team Observer School Law and Finance 

5. A School Board Observer School Board Policy 
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B. Team Training 

Since none of the Collective Bargaining Committee • 
members had had actual experience in the collective bar- 
gaining process, per se, it was felt that the members of the 
Bargaining Team should be afforded any available training. 
The CEA Executive Board paid the expenses and workshop fee 
for the five (5) Barg^aining Team members to attend two (2) , 
one (1) day workshops offered by the Florida Education 
Association/United. The team members returned to the 



mittee and the general membership of the CEA. 

Training in the areas of package preparation, role 
playing, team discipline, caucusing procedures, and table 
skills' produced a confident team that performed like pro- 
fessionals when they got to the bargaining table. 

IV. Preparation of the Collective Bargaining Package • 
This was a montimental task that required total 

involvement on the part of the bargaining unit. It had 
been difficult to inform the entire membership of the bar- 
gaining unit as to what collective bargaining was all ' 
about, but it was even more difficult to get total involve- 
ment of the bargaining unit in determining what demands it 
wanted to make of the School Board. 



A. . Preparation of Demands 

The data collected from the teacher survey and the 
negotiations questionnaire during the election campaign 
were carefully analyzed by the CB Committee along with the 
ten (10) collective bargaining agreements (master contracts) 
collected by the writer in developing the Model CB Pro- 
cedure. These data were refined and adaptions made to 
accommodate the local situation ^ then submitted to the 
entire membership of the bargaining unit for priority 
rating as to inclusion in the proposed CB package. The 
endeavors to get total involvement proved very time con- 
suming; however, it paid off when the Bargaining Team needed 
support in defense of the items included in the CB package. 

B. Establishing Priorities 2\mong Demands 

The final decision as to what demands were made of 
the School Board was left to the CB Committee. That some 
items were more important than others had been established 
by the priority ratings of the members of the bargaining 
unit. Where possible r. several items were consolidated into- 
one (1) category (article) in the CB package. A special 
effort was made to see that every member of the bargainj,ng 
unit could look at the package and identify some of the 
demands that he had made. 
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C. Construction of the CB Package 

The package was designed for ease of handling. It 
was typed, double spaced, lines numbered and indexed. The 
final draft was proofed for typographical errors and also 
proofread for intent. No article was included unless it 
had been researched and approved by the subcoimnittee 
chairman responsible for that particular area. The com- 
pleted package contained thirty-three (33) articles, seven 
(7) appendices, and was ninety-one (91) pages in length. 
Sufficient copies were reproduced so that each member and 
alternate member of the Bargaining Team, the President and 
Vice-President of the CEA, the members of the School Board, 
the Superintendent, and the' School Board's negotiator were 
provided with the same. 

D. The Bargaining Team at the Table 

It was a concerned, but well'rprepared Bargaining 
Team that faced the Columbia County School Board's hired, 
professional negotiator at the table on June 27, 1975 (see 
Appendix H) . The writer speaks from experience, since he , 
was a member of the Collective Bargaining Team for the 
teachers of Columbia County. Each of the team members had 
been assigned titles (positions) and .areas of responsi- 
bilities, and each had worked hard to prepare himself for 
the task before him. 
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' : The first meeting was devoted to establishing 

ground rules for the sessions that were to follow, agreeing 

upon a neutral meeting place and physical arrangements, 

presenting the bargaining unit's CB package, and agreeing 
on future meeting dates- ^The School Board 's negotiator 
also agreed to present the School Board's counter proposals 
at the second meeting^ and it was agreed that there would 
be no new or additional proposals made by either party 
after that time. 

Once the School Board had presented its counter 

proposals^ negotiations got under way; Negotiation -sessions"^ 

during the first five weeks lasbed^ion the average of 
approximately four hours. This proved very beneficial to 
both parties. The Bargaining Unit Team met after each 
session during this period to critique the session while it 
was still fresh on their minds and to prepare counter pro- 
posals for the next session. 

The Bargaining Unit Team proved to be well prepared 
and very well disciplined. Even though it was inexperi- 
enced in collective bargaining, it quickly gained confidence. 
It was encouraged by the fact that the School Board's nego- 
tiator, while experienced in collective bargaining, was new 
to Florida, had not negotiated a contract under the Florida 
Public Employee Collective Bargaining Law, and knew very 
little about the operation of \he Columbia County School 
System. The situation was even further complicated when 
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the School Board's negotiator was replaced by another nego- 
tiator from the same firm two weeks after negotiations got 
under way. 

After several negotiation sessions, the question 
arose as to whether or not the School Board negotiator was 
there to negotiate in good faith. The Bargaining Unit Team 
was aware that both parties were at the table to negotiate 
a contract to serve each parties* own best interest; 
however, after the negotiator for the School Board was 
changed, after the new negotiator had difficulty finding 
time- to -meet > and after several non-productive sessions ™ 
when he did find time to meet, the Bargaining Unit Team 
confronted the School Board negotiator with the question 
of whether or not he was there to negotiate in good faith. 
The teachers who had been very supportive of their team 
then took their case to the public saying, "the taxpayers' 
money .that -had been collected to educate children was being 
spent to pay a negotiator who was not there to negotiate in 
good faith. " This struck a sensitive uerve with the School 
Board. The original negotiator was called in and once 
again serious negotiations began. 

Eight weeks after negotiations had first begun, 
empasse wa$ declared; and a mediator was appointed by the 
PERC. He was very busy in several other counties and could 
only be present for two sessions. They proved to be 
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productive sessions and tentative agreement was reached on 
most of the items except salaries (see Appendix I) . Both 
parties agreed to two additional sessions without the 
special master. When the parties returned to the table, 
the School Board ' s negotiator announced that empasse had 
once again been reached; and that he had asked for the 
appointment of a special master by PERC. The mediator was 
called in again for the purpose of stipulating the issues 
.remaining in dispute. The "seven (7) issues that remained 
in dispute were stipulated and forwarded to the special 
master who had been appoihte^^^ by the PERC . 

A hearing for the "Finding of Fact and Recommen- 
dations for Settlement" was conducted by the special 
master on September 16, 1976 (see Appendix J). The special 
master made recommendations favorable to the CEA on four 
4) of the seven (7) stipulated issues. He did not make 
ecommendation on two (2) of the issues (see Appendix K) . 
Once again both parties returned to the table after 
receiving the special masters findings of -facts and recom- 
mendatibns for settlement (see Appendix L) . The School 
Board's negotiator said the School Board was willing to 
accept that portion of the special master's report that 
favored the School-^Sardl Since both issues were already 
school policy, the spokesman for the bargaining unit said 
this was nothing more than total rejection of the special 
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master's report; and that the GEA was going to notify the 
PERC that it was willing to accept the special master's 
recoinmendationSr with the exception of two (2); one dealing 
with job abolition, the other with terminal pay. The 
Session ended without any movement whatsoever. The School 
Board's negotiator asked for a special session five days 
later and suggested that he would make a recommendation that 
Would be "fair to all." The session lasted all of five 
ininutes. The magnanimous offer was for the School Board 
to provide each employee, of the School Board with a $10,000 
term life" insurance policy that" would^cost the" Sc 
all of $1.67 per employee, per month. The Bargaining Unit 
Team rejected the^^of fer out-right and called for a 
hearing as provided for in. the Public Employees Collective 
Bargaining Law (see Appendix M) . ' 

The public hearing was conducted in a very formal 
manner. The Bargaining Unit Team was well supported by the 
teachers as there was standing-room-only. After a two-hour 
Session in which both parties presented their positions, 
the School Board recessed for. two weeks to get additional 
information from the State Department of Education con- 
cerning finances and to get a recommendation from their 
attorney (see Appendix N) . When the public hearing was 
Continued, the School Board accepted four and one-half 
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(4 1/2) of the special master's recommendations. It also 
froze teacher's salaries where they had been for the past 
year (see Appendix O) . 

" - ~: On November 26, 1975, the members of the bargaining 
unit ratified the proposed contract as amended by the 
Slphool Board by almost 3 to 1 margin (see Appendix P) . On 
December 1, 1975, the School Board ratified the contract, 
and history had been made in Columbia County. The writer 
was particularly pleased to have been a part of this history 
making event and that his signature was affixed to the 
contract -as a member of the -Gollective- Bargaining Team for 
teachers in Columbia County (see Appendix Q) . 
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CHAPTER IV 



CONCLUSIONS AND RECOMMBNDATIONS 

During the time this practicum .was being conducted 
by the; writer, collective bargaining became a reality for 
the public employees of the State of Florida. The pros and 
cons, of collective bargaining continue to be debated; 
however, regardless of personal feelings, the collective 
^bargaining~"law vill" remain ""i^^^ 
or declared unconstitutional . 

The opponents of the law, having failed to prevent 
its passage, have pre-fileB bill the. scope of 

collective biargaining . ' If limiting the scope of collective 
bargaining were the true purposes of these; pre-filed bills , 
rather than continued attempts to. dismantle the collective 
bargaining law or deny public employees the right of 
collective bargaining, their purposes, could have been 
accomplished by asking that a court of competent juris- 
diction delineate those items in the statute that are 
non-negotiable,. v 

The proponents of the collective bargaining law- 
contend that the collective bargaining law is basically 
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sound, but that strikes by public employees are inevitable 
unless the public can be forced to negotiate in good faith. 
They suggest binding arbitration as a viable solution. 

There seems to be little question as to whether or 
not collective bargaining for public employees is here to 
stay. The right to have a say-so in matters of employment 
practices, terms and. conditions of work, etc. , having been 
fought for and won, will not be readily relinquished. 

Conclusions 

„ _ The results of tliis.. pract^i^^ 

teachers in small and medium sized counties in Florida are 
quite capable of effectively representing themselves and 
their fellow teachers in the collective bargaining process 
with local school boards. They possess the ability to ' 
organize themselves, to acquire the necessary skills to 
effectively negotiate, and to* demonstrate proficiency of 
acquired skills at the table as equals with local school 
boards or their designated representatives. 

Teachers are knowledgeable about the learning 
process and what goes on in the classroom. School board 
members are knowledgeable about policy making and what goes 
on at the bargaining table. collective bargaining offers 
an opportunity for both parties to come to the table as 
equals, to negotiate in good faith, and to arrive at an 
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agreement through compromise that will be most beneficial 
to all concerned. 

Rec ommend a t ion s 

As a result of the practicmn, the following 
recommendations are offered: 

1* It is recommended that professional negotiators 
not be hired to negotiate for teachers, but 
instead, that local teachers be trained to 
negotiate for themselves and their fellow 
teachers. 

2. It is recommended that the negotiating team 
members be selected with utmost care. Chief 
consideration being interest, knowledge, artic- 
ulation, and availability. 

3. It is recommended that bargaining team members 
be provided with consultant services and 
training at the expense of the local employee 
organization, 

4. It is recommended that workshops and in-service 
training be provided for all the members of the 
bargaining unit to familiarize them with the 
collective bargaining process, and particularly 
with their responsibility of policing the 
master contract. 



55 



48 

5. It is recommended that the model collective 
bargaining procedure be up-date and/or revised 
in light of experience gained during development 
and implementation before re-adoption. 

6. Because this practicum was conducted in only one 
county in Florida, it would be useful to imple- 
ment the model collective bargaining procedure 
in other counties. 
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FOREWORD 



This model collective bargaining pirocedure was 
developed to assist local educators in small and medium 
sized counties in Florida to effectively bargain collec- 
tively with local school boards. It should prove bene- : 
ficial to educational leaders who do not have the financial 
resources to hire professional negotiators and. do not have 
sufficient knowledge to bargain effectively with local 
school boards. 

Tour components constitute the overall procedure. 
Each component was developed individually, corresponding to 
chronological and developmental phases in preparation for' 
the actual collective bargaining process which takes place 
"at the table." They ajre: 

1. Becomincj the Bargaining Agent 

2. The Collective Bargaining Election 

3. Local Collective Bargaining Organization 
.4. The Collective Bargaining Package 

This procedure is not a "cookbook" of collective 
bargaining knowledge and knowhow. Rather, it is an attempt 
to help educators better understand their- rights and respon- 
sibilities under the. Public .Employees Collective Bargaining ■- 
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Law, Florida Statute, CH 74-100, to familiarize them with 
and prepare them for the collective bargaining process, and 
to encourage them to probe for those incidents which may 
contribute to the succcsssful achievement of a master 
contract. 
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INTRODUCTION 



The Public Employees Collective Bargaining Law, 
Florida Statute, CH 74-100, signed into law on May 30, 1974, 
provided for the first time the guaranteed right of public ' 
employees to self-organization, to form, or assist labor 
unions or organizations or refrain from the same, to bargain 
collectively via representatives of their own choosing, and 
to engage in concerted activities or other mutual aid or ' 
protection. The law also provides for public employers to 
bargain in good faith with : the collective bargaining agents. ' 

Teachers are considered-public employees and there- 
fore, are entitled to the privileges of CH 74-100. : Rights 
and privileges are almost always accompanied by responsi- 
bilities which must be fulfilled in order to continue to 
receive the rights under the law. , For one to follow the-™ 
law, one must have a general understanding of the law.: For 
one to intelligently and effectively participate in the 
formal process known as collectively bargaining, one must : 
not only be knowledgeable and have a clear understanding of 
CH 74-100, he must also be knowledgeable and have a clear 
understanding of the Public Employees Relations Commission 

authority. 

,1 , ■ . 
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The Public Employees Relations Coininission was estab- 
lished as a result of CH 74-100 to see that coll'ectiye^_ 
bargaining in the public sector is properly carried out by 
both parties (management and labor) . PERC is an inde- 
pendent, quasi- judicial entity (agency); and although 
established within the Department of Commerce r it is not 
subject to the control of the Department of Commerce when 
performing its duties. PERC has the power to amend, promul- 
gate, or rescind any rules and regulations as it deems 
necessary to carry out its functions as required by Florida 
Statute, CH 74-100. PERC also has the power to provide 
relief and remedy to the .grieved party ; therefore, it is a 
governmental agency with legislative, executive and policing 
powers. As with any goveivni'Mintal agency , the findings of 
PERC may be appealed through the judicial system. 

The ultimate result of collective bargaining is a 
binding contract between the two parties, management and 
labor. Present reference is made to a contract between the 
school board and the collective bargaining agent for the 
teacher bargaining unit called a master contract. A contract 
is an agreement between two or more parties agreeing to do 
or refrain from doing something that is neither illegal nor 
impossible and is supported by consideration by both or all 
parties. Such a contract was not heretofore allowed by law 
in Florida for public employees. Florida Statute , CH 74-^io6, 
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pertains to' labor unions or labor organizations, and all 
collective bargaining agents shall operate under the terms 
of the Department of Commerce; therefore, all collective 
bargaining agents shall henceforth be known as labor organi- 
zations (unions). Under CH 74-100, any teacher organizat±)n 
regardless of its name will be subject to the regulations 
of the Department of Commerce. 

Prior to CH 74-100, teachers were at the mercy of 
their employer; and items of the teacher's contract were 
not negotiable. Individually, teachers could bargain with 
the school board, but only with the school board's consent. 
Now, as a result of ,CH 74-100, not only are school boards 
bound to bargain collectively with teachers, but also, there 
must be a uniform procedure for grievances with specific 
steps to be negotiated at the local level. 
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BECOMING THE BARGAINING AGENT 



Collective bargaining is the process of negotiating 
conditions of employment into one agreement (master con- 
tract) which will cover all the employees in a particular 
group called the bargaining unit. Negotiation is the ^ 
process by which a representative of management, the school 
board's representative (chief executive school officer or 
his designee) , and Labor, the employee organization (the 
bargaining agent) , bargain to set wages, hours, terms and 
conditions of employment, and grievance procedures- 

Registration 

Before negotiations can take place , the perspective 

employee organization must follow specific procedures as 

provided by law in order to become the exclusive bargaining 

agent for the teachers. The following steps outline the 

process of becoming a bargaining agent. One must remember 

that these steps are set forth in CH 74-100 and are not 

local policies. 

I. Registration with Public Employees Relations 
Commission 

A. Before any employee organization can be 
recognized by a school board for the pur- 
• pose of collectiye ba^^^ it must . /."^ 
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adopt a constitution and bylaws and register 
with PERC by filing a copy of same with an 
annual report which includes: 

1. The name and address of the organization 
and of any parent organization or its 
affiliate, 

2. The name and address of its main officers 
and representatives of the organization. 

3. The amount of initial fee and monthly dues 
each member must pay, 

4. A current financial statement. 

5. The name of its local agent for services of 
process and address • 

6. A pledge in a prescribed form stating that 
. the employee organization will conform to 

the laws and accept members without regard 
to race, age, sex, religion, or national 
origin (Appendix A) . 

B. The organization must file with PERC an annual 
financial report in such detail as to adequately 
describe the financial condition and operation 
for the preceding fiscal year, 

C. A registration fee must accompany the initial 
report filed with PERC which will not exceed 
fifteen (15) dollars, 

D. Every employee organization must keep an accuiate 
account of its incpme and expexises which are to 
be open for inspection by any iaomber of the 
organization or PERC at all reasonable times. 

E. A copy of the current constitution and by-laws 
of the state and national group with which it 
is affiliated must accompany the annual report. 

F. Any employee organization which is not regis- 
tered with PERC as described above is prohioited 
from seeking recognition by the employer for 
purposes of collective bargaining. 

It should be very clear that the above requirements 

must be met in total by any and all employee organizations 
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before they can represent their members before the school 
board in matters pertaining wages, hours, terms and con- 
ditions of work, etc. 

II. Registration with the Division of Labor, Depart- 
ment of Commerce 

A. In accordance with Chapter 447.008, Florida 
Statutes, every labor organization operating 

• in the State of Florida must register with the 
Division of Labor, Department of Commerce. 
Every business agent for a labor organization 
must similarly register. This can be accom- 
plished by completion of the following forms: 

1. A report of Labor Organization. 

2. A Business Agent Application. 

3 . A Statement of Labor Organization 
(Appendix B) . 

B. The business agent must be fingerprinted and 
photographed (Appendix C) . 

Failure to register with the Department of Commerce 
constitutes a felony which carries a fine, a sentence, or 
both. All employee organizations operate under the U. S. 
Department of Labor and the National Labor Relations Act 
(Board) . After an employee organization is properly regis- 
tered with the Public Employees Relations Commission and 
the Division of Labor, Department of Commerce, then it may 
seek recognition from the employer. 

Recognition and Certification 

Before an employee organization can be officially 
recognized a:3 the exclusive bargaining agent, the bargaining 
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unit must be defined. This means that the employee organi- 
zation must decide who it feels it can represent and who 
wilJU have voting power. Thrs is generally done on the basis 
of administrative power. Those employees who have the 
authority to evaluate other personnel, recoirjnend hiring and 
firing, and also, "management" and "confidential" personnel 
will be excluded from the group. If inclusion in the bar- 
gaining unit of certain categories (assistant principals, 
media specialists, etc.)^ is questionable, inclusion should 
be determined on an individual basis (job description) 
since titles often imply variou.^i levels of authority and 
responsibility. OnCf^ an employee organization has deter- 
mined its elegible population, the^:^ these employees will be 
asked to sign an authorization, card (Appendix D) which may 
be notorized, thereby authorizing a specific employee . . 
organization group to be their collective bargaining agent 
for a twelve month period. An employee does not have to 
have meiiibership in an employee organization to authorize it 
'CO be his collective bargaining agent. Once the employee 
organization haj; fifty per cent, plus one, of the total 
population eligible for inclusion in the collective bar- 
gaining unit signed, it would seek recognition from the 
school board (Appendix E) . 

Recognition can be facilitated by: 

I. Drawing up a written description of the unit. Give 
it close ijtudy. Aqain, be careful that titles are 
not the only determinant:. 



II. Piannirig the gathering of proof— the material , 
feh© caiix^ssang^ etc. 

III. Constructing your request for recognition (letter) 
only after you have cpmpleted L and II. 

IV. Observing tJie required deadlin?^^ the school board 
may have for Jl^eing placed on the agenda. 

V. Sending this request for recognition fov registered, 
return receipt requested mail. 

The schcol board, if satisfied with the majority 
status of the employee organization and the appropriate- 
ness of its unit, may recognize the employee organization 
as the exclusive bargaining agent for all employees eli- 
gible for inclusion in the bargaining unit. If the school 
board recognizes the employee organization, then same must 
petition (Appendix F) for certification by the Public 
Employees Relations Commission. PERC will then review only 
the appropriateness of the unit of the employee organi- 
zation; and if it appears sufficient to PERC, the employee 
organization will be certified as the exclusive repre- 
sentative of all employees in the bargaining unit. 

If the school board does not recognize the employee 
organization as. the exclusive representative of the unit,., 
then the employee organization may continue its efforts to 
be the representative of the group by filing a petition 
(Appendix G) with PERC for certification as the bargaining 
agent of the proposed unit. The petition must be accom- 
panied by dated statements signed by at least thirty (30) 



per cent of the employees in the proposed unit, indicating 
that such employees desire to be represented for purposes of 
collective bargaining by the petitioning employee organi- 
zation. The authorization cards which were signed, dated, 
and notorized will be sufficient evidence. 

At this point an employee, employer, or employee 
organization with such reason to believe that signatures on 
the authorization cards were obtained by any means other 
than voluntary consent or are otherwise invalid, will have 
a reasonable opportunity to challenge the validity of the 
signatures. If the validity of the signatures on the 
authorization cards is challenged, PF.RC or its agent will 
investigate. If the agent finds the petition sufficient, 
PERC will then pi-D^/ide for a hearing. Should PERC find the 
petition sufficient at the time of the hearing, it will 
immediately: 

I. Define the unit to determine who shall be eligible 
to vote. 

II. Identify the public employer for purposes of col- 
lective bargaining with the bargaining agent. 

III. Order an election by secret ballot. 

A. If the employee organization is selected by a 
majority vote, PERC will certify it as the. 
exclusive bargaining agent. 

B. If no choices receive a majority vote of the 
employees voting, a run-off election will be 
held according to rules promulgated by PERC. 



C. Nc?- new election can be held to determine the 
sxclusivs agent if an election has been con- 
ducted within the preceedihg twelve (12) months. 

A flow chart of the recognition and certification 

procedure for the determination of the exclusive bargaining 

agent is shown in Chart I. 
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CHART I 

FLOW CHART OF i^COGNITION AND CERTIFICATION OF AN EMPLOYEE 
ORGANIZATION FOR THE PURPOSES OF COLLECTIVE BARGAINING 



Employee Organization 
Adopts Constitution and 
by Laws 



Employee--Organization Files 
Required Forms and Registers 
With PERC 

Employee Organization Obtains 
Majority of Possible Members 
50% Plus One 

Employee-Organization asks ►School Board Does Not Recog- 

School Board for Recognition nize Employee Organization 

School Board Recognizes 
Employee Organization 

Employee Organization 
Petitions to PERC 

. i . . 

PERC Reviews Petition 

PERC Certifies Employee 
Organization as Exclusive 
Bargaining Agent for Unit 
For Purposes of Collective 
■bargaining 



Employee Organization Peti- 
tions PERC 

w 

Agent of PERC Reviews Petition 
PERC Holds Hearing 

i 

PERC Defines Unit 
PERC Orders Vote 



Vote is Held- 



i 



There is a Majority 
Vote 



There is no Majority 
Vote 

Run Off Election 

; . 

There is 
Majority 
Vote 



No Majority 
Vote 



PERC Certifies Employee^ ' 

Organization as Exclusive 
Bargaining Agent for Unit for 
Purposes of Collective Bargaining 

No Employee Organizaticn 
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THE COLLECTIVE BARGAINING ELECTION 



Hopefully the employee organization can be certified 
without a collective bargaining election; however, once **he 
Public Employees Relations Commission orders an eledtion by 
secret ballot, -the inost important thing to remember is that 
the name of the game is WINi There is no substitute for 
planning and organization to accomplish the same. The 
reader would do well to remember that the law requires that 
the option of "no representation" be included on the ballot. 
Also, had the school board been willing to certify the 
employee organization or had a competing employee organi- 
zation not intervened, an election would not have been 
necessary. Elaborate planning and organization of the cam- 
paign may not guarantee a winner, but without it, you are 
guaranteed a loser. 

Organizing for an Election 

Start as soon as you feel that an election may be 
held. It is not uncommon for the election to be called ten 
days after the "consent" hearing. Impress the leadership 
of the employee organization with the urgency of the elec- 
tion. Insist that the leadership familiarize itself with 
those portions of the Collective Bargaining Lavr and the 



PERC Guidelines that have to do with elections, since all 
rules and regulations governing the local election must 
conform. . , 

Set up your organization. You may want to set up 
a separate structure from the existing officers and/or 
executive board. Look over your leaders carefully before 
choosing campaign leadership. Be sure to include as broad 
a representation as possible (males, females, elementary, 
secondary, ethnic, religious, etc.) . 

!• Personnel, Committees, and Assignments 

A. The Campaign Manager : 

1 . Makes final decisions . 

2. Has authority unquestioned. 

3. Coordinates all committees . 

B. The Strategy Committee (could consist of) : 

1. The Campaign Manager. 

2. The President of the Employee Organization 

3. The Public Relations Chairman. 

4. A Social Chairman. 

C. The Finance Committee : 

1... Sets up a budget considering present finan 
. cial condition, future income, and future 
expenses . 

2. Plans to spend all available funds; there 
cannot be another election for twelve (12) 
months. 

3.. Considers special assessments for the 
campaign. 
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4. Establishes a system for the ordering of 
materials and the payment of biiis. 

The Public Relations Conunittee 

1. Compiles information on: 

a. Telephone numbers of local news media.. 

b. Names of reporters and editors. 

c. Deadline time for stories. 

d. Rates for newspaper ads and radio spots. 

2. Secures a good photographer. 
The Mail Committee: 

1. Secures names and addresses of all employees, 
included in the appropriate unit. 

2. Breaks down names into building lists. 

3. Compiles names and addresses, of people you 
may wish to receive special mailings. 

The Telephone Committee: 

1. Collects the phone numbers of all eligible 
voters in the bargaining unit. 

2. Divides the eligible voters into lists 
according to buildings. 

3. Establishes 3 X 5 card file with the name 
and phone number of each eligible voter. 

4. Establishes a telephone chain or brigade. 
The Speakers Committee: 

1. Works with the campaign manager in devel- 
oping presentations on key issues of the 
campaign. 

2. Locates able speakers from all levels of 
the system. 
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II. Training 

A. When possible, the training of your key person- 
nel should start well in advance of the actual 
campaign. 

1. Once a week, or more often,; a workshop or 
information meeting should be arranged. 

B. The agenda for. such a meeting could include: 

1. Techniques in personal contact. 

2. The employee organization's program. 

3. A fact sheet of employee organization's 
successes in other areas. 

4. Background of opposition employee organiza- 
tions' failures in other areas. 

5. A calendar of events for the campaign. 

6. Current union developments In the area and 
whether or not there is a Labor Union Coun- 
cil in your district. 

7. Current employee organization developments 
in the area . 

III. Building Teams 

A. Each building team (building representatives) 
should have at least three members during the 
election campaign. If any building has less 
than three building representatives , the number 
should be expanded during the election campaign 
so that each building representa'tive ' s respon- 
' sibility will be limited t^ than ten 

teachers. 

1. The Building Representatives: 

a. Act as the eyes and ears of the campaign. 

b. Judge the reaction of the teachers to 
the issues . 

c. Report what the opposition is saying. 
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d. Report on the burning issues and the 
reaction of the teachers to the em- 
ployee organization' s printed material . 

2. The Building Representatives should know: 

a. What the problems in his building are. 

b. What tactics will appeal to or repulse 
the faculty in his building. 

c. Which teachers would be willing to 
volunteer their services during the 
campaign. 

IV. Communication Chain or Brigade 

A. Development of a continuing communication sys- 
tem is most essential. 

B. Well informed workers give the best support and 
project a favorable image. 

C. Try not to have a teacher responsible for more 
than five other calls. 



D. Once established , have a series of dry runs in 
order to iron out any kinks that may develop. 

E. Home and school chains should be developed for 
day and night communications. 



Conducting . the Campaign 

Each campaign must be tailored to fit the particular 
needs of your district. Be optimistic, but always run 
scared. . 

I . Know Your Opponent .. . 

A. Each member of the campaign committee should 
list the factors he thinks will gain votes for 
the employee organization and those that will 
lose votes . 

B. Identify the leaders of the opposition by 
listing their age, sex, grade level"/ 'building; 
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teaching experience, and previous participation 
in employee organization groups. 

C. Ascertain whether or not the opposition is 

affiliated with or has the support of state and 
national groups. 

p. Know and understand the opposition program. 

II. Know Thyself 

A. How many employees are in the bargaining unit? 

B. How many in each building? 

C. What is the age, sex, teaching experience, and 
ethnic-religious composition of each building 
(Appendix H) ? 

D. Who are the leaders that the employee organi- 
zation is asking the voters to support? 

E. What is the voters' image of the employee 
organization? 

F. Who has provided leadership in the past, and 
where are they now? 

III. Questionnaries 

A. Utilize the information obtained from a staff 
survey (Appendix I). 

B. Biiild your campaign issues around the real 
burning issues as expressed by the employees in 
the bargaining unit. 

C. The Campaign Committee must assign priorities _ 
to the issues to be raised. 

IV. Action Program 

A. Position papers should be prepared on the major 
aspects of the school program. 

B. Take a firm stand on the issues. 

C. Be positive at all times. 

i^D. Offer answers to the employees' problems. 
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E. Tell them what you are going to do, not what 
you have done . 

F. Distribute your proposal for a binding arbi- 
tration grievance procedure early/ 

G. Distribute your proposed election rules early • 
Timetable 

A. Attempt to avoid any spontaneous activities ; 
hence, each flier , every speech, and all 
announcements must be calculated to evoke a 
specific response from the members of the 
bargaining unit. 

B. Establish a daily calendar and work backwards 
from election day. to build the intensity • 

C. Maximum effort should be made during the last 
ten days. 

D. Release your entire platform early and then 
develop explanations during the campaign. 

E. ' Have newspaper releases prepared well in 

advance to insure publication. 

F. Be careful in dealing in local personalities 
during the campaign;- accordingly , attack issues, 
not people. 

G. Always allow time each day to review the oppo- 
sition ' s latest- flier and consider very 
carefully if it warrants an answer. 

H. Adopt a slogan early and use it often; therefore^ 
considerable thought should be given to assure 
that the '^s logan engender s spirit arid"*^ evoke s "'^ 
feelings that the individual members can , 
identify with. 

Bulletins 

A. One picture is worth 10,000 words; so, use car- 
toons or pictures with a brief message. 

B- Plan for two or three bulletins a week. 

C. Use printed material to: 
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1. 



Acquaint the voters with the total employee 
organization program (goals and objectives). 



2. 



Emphasize the employee organization ' s 
accomplishments. 



3. 



Answer the opposition's propaganda (only as 
required after careful assessment) . 



4. 



Attack special problems as they arise. 



VII. Advertisements 

A. Daily or weekly paper or radio advertisements 
will be expensive; SD^ be sure it is worth the 

• - price, particularly :f you are operating on a 
limited budget. 

B. Many times a "letter to the editor" is just as 
effective as paper or radio ads and is free. 

C. The technique of having prominent citizens, who 
agree with the employee organization's position 
on any issue in the campaign, write the "letter 
to the editor" is much more effective and per- 
suasive than ah employee ' s letter . 

VIII. Posters 

A. Posters large enough for use on bulletin boards 
or to display in store windows can be very 
effective. 

1. Be sure to use color. 

2. Be brief. 

B. Repeat your slogan along with a very simple 
message. 

IX. Sample Ballots 

A. A sample ballot is an exact reproduction of the 
ballot which will be ijvinded to the voter at the 
polling places and the reverse side can be 
utilized for your message. 

B. Sample ballots should be distributed the day 
before the election or on election day if the 
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Election Ground Rules 



Before a collective bargaining election can be held, 
ground rules must ^ . ,->greed upon between the school board, 
and those employe orcanizations viaing for exclusive rep- 
resentation of the bargaining unit. Also, all local rules 
established must conform to the Florida Bargaining Law, 
CH 74-100, the PERC Guidelines, and the National Labor 
Relations Board, A check-list for establishing election 
ground rules follows: 

I. Appropriateness of the Unit 

A. Suggestions of categories in v^.e appropriate 
unit could possibly include: 

1 . Classroom teachers . 

2. Specialized teachers, e. g., speech 
therapists . 

3 . Direct supporting functions , i . e . , 
librarians. and counsellors. 

4 . Indirect supporting functions , i . e . , 
attendance officers and nurses. 

5. Substitutes and patt-time teachers. 
6* Department heads. 

7. Supervisors. 

8. Principals and assistant principals. 

9. Middle-level central administrati.ve 
personnel . 

10. Other fringe personnel. 

II. Eligibili:y Cut-off Date 
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A, This is usually the most recent payroll period 
prior to the date of the scheduled election. 

III. Eligibility of Particular Classes of Voters Per-" 
mitted to Vote in Collective Bargaining Agent 
Election 

A. Suggestions of special classes could include: 

1 . Sick leave. 

2. Maternity leave. 

3. Military leave. 

4 . Professional leave . 

5 . Other authorized leave . 
IV. Date of Election 

A. It should be held during the school year. 

B. A reasonable time should be allowed for the 
campaign. 

C. Select a day of the week when you expect the 
greatest turn-out and avoid days before week- 

ends, holidays, etc. 

V. Polling Places 

A. Provide sufficient and appropriate locations to 
permit maximum suffrage at minimum inconvenience 
to voters . 

VI. Methods of Voting 

A. Voting may be permitted by: 

1. Absentee ballot. 

2. ' Mail ballot. 

3. Paper ballot. 

4. Voting machine. 
VII. Absentee Voting Procedure 
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A. Permit mail balloting for bona fide absentees 
under control-of -secrecy procedures. 



^. "U'lT^'aSTS^erf the ba 1 1 6 1 re turn should be c on tem- 

poraneous with the date of the election. 

VIII. Voting Hours 

A. They should be sufficient to permit complete 
suffrage. 

B. Select a time period' that would normally over- 
lap school closing hours. 

lY. Form of Ballot 

A* If a single organization choice is offered, 
indicate "Yes" or "No." 

B. If a multiple organizatior choices i5 ' ; rered/ 
voters must be presented with the ch v : of 
"No Representation" — rlip coin for i;aliot 
placement. 

C. Care should be exerc^^^^^^ that complete _ 

names are on the ballots tc identify the 
parties unambigiously . 

X. Number of Votes 

A. Fifty (50) per cent plus one (1) of the valid 
ballots cast determine the majority status. 

B. Flank and void ballots aall be excluded* 

C. Ballots with ambiguity of choice or voter 
identification are not valid. 

XI. Run-^off Elections 

A. Make provisions for a second election ;n case 
of a tie. 

B. Make provisions for a second election, excludincj 
the lowest choice, if there is a of a 
majority for any of three choices. 

XII. Voter Idr-ntif ication 
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A. Require any normal form of identification such 
as a driver's license/ a voting card, a credit 

_ ..card., etc.. , . — 

XIII- Counting Ballots 

A. The ballot boxes are to be safeguarded pending 
the final count. 

B. There should be a central common ballot count. 

C. Ballots should be commingled before counting to 
avoid pin-pointing blocks of voters in 
particular buildings. 

XIV. Observers 

A- There should be an equal number for each party 
from among eligible voters only. 

B. The functions of observers are: 

1. To assist the agency administering the 
election. 



2. To challenge ineligible voters on behalf of 
the employee organization. 

3. To observe and insure that proper voting 
procedures ^.te followed. 

4. To report any inappropriate conduct or 
other "incidents" to a profefjsional repre- 
sentative of the employee organization 
stationed at a central reporting local 
command post. 

XV. Challenged Ballot Procedure 

A. The secrecy of all challenged ballots should be 
preserved . 

B. The post-election challenge determinations, if 
necessary, should be made by a neutral election 
moderator. 

C. Such determinations should be made by the 
election moderator on the spot , contemporaneous 
with the ballot count if at all possible. 
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Objection to Election 

A- ..,P?temination^of_.th^ post-election-procedure " 

should be by a neutral election moderator, 

B. The election moderator should make interim 

canvass of potential objections even prior to 
the ballot count to determine parties' positions 
as to election "fairness," 

Notices of Election 

A, The notices should be provided by a neutral 
and/or administering agency allowing sufficient 
time prior to the election. 

B. Comprehensive school bulletin board pcstina 
should be done. 

Voter Eligibility Lists 

A. Names, home addresses, and telephone numbers of 
all members of the appropriate bargaining unit 
should be provided to the ' school board and to 

- the^competing organizations* 

B. There should be a list of voters' names broken 
:down into eligible voters for each of the 

respective polling places. 

Electioneering 

A. The possible imposition of neutralitx on rhe 
school board should be considered. 

B. Flexibility and pragmatic judgement should be 
considered as to the use of administrators in 
election campaigning, whether or not they are 
in the unit. 

C. When possible, use the school board facilities 
for election campaigning; such as: " 

1. Bulletin boards. 

2 . Mail boxes . 

3. Meeting rooms. 

4. Other communication facilities. 
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D. Pupils should not be involved in the election 
campaign in any form. 

eV~' 'Wearing buttons or 

insignia, even while voting is not improper 
electioneering . 

F. There must be a complete restriction on elec- 
tioneering in the vicinity of polling places 
and perhaps even in the entire school building, 
during the voting hours. 

XX. Who Will Conduct Election and Administer Election 
Details? 

A. Any neutral agency or person approved by the 
• PERC Chairman may conduct a collective bargain- 

ing election; such as: 

1. The Florida Mediation and Conciliation 
Service (relatively inexpensive) . 

2 . The neutral agencies/persons , 

.V ^a._.„The ;League...Qf_Women.,yoters.,.^^ - 

b. The Ministerial Alliance, 

c. Or the County Supervisor of Elections. 

3. The 2\merican Arbitration Association (more 
expensive) . 

XXI. Election Costs " . .. 

A. In most cases, election expenses will be shared 
equally by the school board and the competing 
employee organization (s) on the ballot; so, be 
prepared to pay your share. 

B. . In some circumstances, PERC can order one party 
to pay the entire costs (PERC Rule 3.29) . 

Election Day Activities 
I. Workers 

A. The Poll Watchers.. 



89 



1. Their duties are: 

' a. To observe the voting pro ced ure at each 
polling place to see that eveirything is 
done properly. 

b. That they should have in their posses- 
sion the written rules of the election. 

c/" To have the knowledge of how to chal- 
lenge a vote/ -1-^ 

d. To have a list of eligible voters for 
his polling place and to check off the 
name of each as he casts his ballot. 

e. That after the first wave of voting, 
they should report by telephone to Cam- 
paign Headquarters the names of each 
employee who has not voted; and, this 
should be repeated at intervals until 
all voters who are considered pro your 
organization have gone to the polls. 

f. To observe the counting of -the ballots , 
if it is done at individual polling 
places . 

2. They are certified by the Director of 
Mediation* 

3. A provision must be made to relieve the 
poll watchers from time to time. 

Greeters 

1. Their duties are to distribute literature 
and. sample ballots near each of the polling 
places. 

2. They must be instructed specifically re- 
garding regulations that will govern their 
movi'iinents . 

Telephoners (assistance of telephone committee) 
i'heir duties are to: 

a. Recei'/e calls fror. the poll watchers. 
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b. 



Phone absentees at their homes to remind 
them to vote. 



D7^ "Tally' Observer s ' 

!• It is recommended that at least three mem- 
bers of the employee organization , to 

^include the president, be present for the 

vote count. 

2. The Tally Observers duties are: 



As was stated at the beginning of this section, the 
name of the game is WIN! Remember, there is no tomorrow if 
you lose — only next year. 



a. 



To oversee the counting of votes at a 
central location, usually the school 
administration headquarter's . 



b. 



To be especially watchful to see that 
the ballots returned from each polling 
place match the exact number. 
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LOCAL COLLECTIVE BARGAINING ORGANIZATION 

After the collective bargaining agent has been 
certified by the Public Employees Relations CoiiUTilssioJT, then 
and only then may bargaining begin. Howe/er, ^ it until 

you have been certified before selecting yo. ij.ning 
team and preparing your CB package could possibly place you 
in the position of "having won the battle, but lost the 
war.>'' Becoming the bargaining agent, as important as it 
is, is only a preliminary to the big "plum" (gains at the 
bargaining table). Your success "at the table," to a great 
extent, will depend oh the selection of your bargaining 
team and preparation of your CB package. Once you have 
selected your bargaining team, it will prepcire a proposal 
for the master contract (CB package) . \ 

Selecting Your Bargaining Team 

Your bargaining team should be small <^nough to be 
viable, so that you can have meaningful discussions and 
come to quick decisions. It should also be large enough 
to be broadly representative of the teachers for whom you 
are bargaining. Representation from the elementary and 
secondary level is a must. You cannot really knov; what 
you are doing witholit it. 

I 28 
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Supplement your bargaining team with resource people 

_as you_are_ bargain^ These .are„people. who -really_-know.-~ - 

that particular area in which you are bargaining at the 
time. When you are bargaining for coaches or librarians, 
have present a representative from that area as a resource 
person. You will be surprised how much you and your team 
know. Also, how very eloquent, under the stress and the 
emotionalism of bargaining, you and they become. The School 
Board members may be ignorant of what the practitioner 
faces in the classroom, but they are very knowledgeable of 
what goes on at the bargaining table. 

Assignment of Team Positions 

The number of members on a team should be odd (to 
avoid deadlock) and small (to avoid awkwardness) . Five is 
an appropriate number. One alternate should be selected 
for each team member. Do not select one alternate and 
expect him to fill in for any of the team members. The 
task is too great. 

Members of the team should be selected with care. 
The chief considerations should be: 

1 . Interest 

2 . Knowledge 

3. Articulation 

4. Availability 
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The make-up of the team could be: 

- -Title ' Main-^ Concern --- - 

1. A Spokesman. . • Package Rationale 

2.. A Recorder Proceedings 

3 . A Researcher .. . ... .Back-up Material 

4. A Team Observer School Law 

5. A School Board Observer School Board Policy 

The team should be well disciplined (one spokesman, 
notes r and caucuses) and well trained (training sessions, 
role playing, package study, tasks assigned, etc . ) . 

Team Training 

The fact that .your team has not previously engaged 
in collective /does hot mean that "it 
cannot acquire skills in the same. Very likely, one of 
them has participated in some form of negotiations. Assign 
this individual the responsibility of training the entire 
team. In doing so he might want to attend training ses- 
sions offered by experienced negotiators and then share the 
information with his team, hire a consultant to train his 
team (usually very expensive) , and maybe secure "how-to" 
printed and non-printed materials for use of the team. 

Once the team members are assigned tasks, they 
should become as familiar as possible with their roles. 
This can be done by package familiarization — after the 
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proposal for the master contract is completed, the team 

me^nbers should study for bargaining (include in your studies 
"Florida. School Laws," the Collective Bargaining Law, PERC 
Guidelines and Regulations, The Administrative Procedures 
Act, and current school board policies) . It can also be 
done by role playing. The best way to practice bargaining 
is to bargain, and role playing serves this purpose. You 
will overcome your self-consciousness quickly and the 
experience will be very rewarding "at the table." 

Team Discipline 

Once you are at the table, how do you proceed? If 
you want to avoid bedlam, which can sometimes cause a' 
statement to come out that destroys or weakens your positiorv 
you begin with one single bargainer, one spokesman. Select 
the person who you think will do the very best job. That 
person will become the chief spokesman for the team and will 
run the show. 

If your chief spokesman wants to bolster a state- 
ment or have a management question answered, he will turn 
and ask a member of the team to answer. If someone else on 
the team feels that he has something to say in addition to 
what the team member who was called on is saying, he should 
write the chief spokesman a note. The chief spokesman will - 
judge whether that would be useful at that particular tine. 
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(Have a container so notes are not left at the table during 
caucus or recess) . 

The bargaining team must understand the discipline 
of collective bargaining. Discipline prevents everyone 
talking at once and making harmful admissions. After you 
have gained experience at the table, you will begin to feel 
more comfortable and relax. 

When experience is gained, you will not need per- 
mission to speak because you will have learned what can b€ 
damaging and what is helpful. You will move more freely in 
the whole bargaining process. You will begin tough and 
rigid until you get team discipline and relax as you get 

__.|f\Qre_ of a f ee 1 ing . of .conf id_ence^^^ mpr e unde^^ 

what the process is. You will also develop a feel for the 
people on the other side of the table and what they are 
like. 

The Caucus 

If there is any question or any disagreement about 
what :is going on at the table that cannot be handled by 
note, do not vocally question it in front of the other 
side. Ask for a caucus. This should be a strict rule. If 
a note is passed to the chief spokesman with the word 
"caucus" on it, he should, as immediately as he can, call 
for that caucus. 
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If you are going to make any change in your posi- 
tion, alter your demands, or reduce them, caucus first. If 
you are going to change your position, or accept a counter- 
offer of the Board's, or compromise a position of your own, 
caucus first. If you receive new written material, caucus 
and consider recess. 

You may have asked for the 25 maximum in class size. 
Because of classroom restrictions and certain other things, 
it might not be possible in every teaching area. The team 
might permit the number to go to 27 or 29 in some cases. 

The board seems to be approaching a general accept- 
ance of your restrictions on class size; do not just say 
at that point, "0. K., we agree." When you are ready to 
make that concession or to accept something that they have 
offered, caucus first. Spend a few minutes with it even if 
all you are doing out in the caucus room is telling the 
latest joke. 

The team must caucus because you do not want the 
other side of the table to feel that any single point you 
are asking for is not really what you and the teachers must 
have in the contract. The team must make the other side 
feel that the concessions you make are the result of inner 
torture and torment. If the other side detects that you 
have asked for more than you expect, you will have to take 
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less than you are asking for on every demand. They must 
feel they are wresting things from you. 

Support for the Team 

You should develop the techniques for keeping your 
teacher support very high and provide evidence of it from 
time to time. This may involve, right in the middle of the 
negotiating procedure, a teacher demonstration to indicate 
great concern to the Board. A petition or resolution might 
be necessary to keep pressure on the Board. Remember that 
collective bargaining must operate under the Florida "Sun- 
shine Law. " Always have a delegation of teachers present 
to observe the proceedings. If the other side of the table 
stalls unduly, call in a member of the Press. 

Table Skills 

The package (proposal for a master contract) is an 
instrument of the bargaining team. Like most instruments, 
it must be handled correctly to do its job. The skills 
necessary to attain an agreement on a package are referred 
to as table skills. Table skills are an art, not a science. 
Aptitude is important. Desire is essential. Hard work is 
necessary. 
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THE- COLLECTIVE BARGAINING PACKAGE 

The basic objective in the entire collective 
bargaining process is to reach an agreement. The ultimate 
goal is a master contract signed by the chief executive 
officer of the School Board and the bargaining agent. It 
should also be ratified by the School Board members and the 
members of the bargaining unit. The basis of the master 
contract is the demands of the. members of the bargaining 
unit on the School Board and a proposed grievance procedure 
that ends in binding arbitration. The formalization of 
these demands and the proposed grievance procedure is 
commonly called the CB package. 

Preparation of Demands 

The first step in. the preparation of the CB package 
is to identify the demands that you (the bargaining unit) 
are going to make on the School Board. In compiling these 
demands, you will want total involvement on the part of the 
members of the bargaining unit. You should use such means 
as a series of meetings, questionnaires (Appendix I), or 
personal interviews (Appendix H) for getting from each 
teacher that teacher's expression of what he needs for an 
ideal teaching situation. If you get your teachers thinking 

• 35 . , 
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along such lines as "What do I need for a perfect teaching 
situation?" then you begin to get total involvement and a 
really comprehensive set of demands. 

You should secure a number of other local contracts 
from districts;, about your own size, and otherwise, if 
available. See what is going on elsewhere. Do not just 
copy whole sections of contracts without thinking, "Do 
these really relate to my school system?" Do not attempt 
to implement the language of other contracts. Remember, 
the language is the product of bargaining and compromise. 
Use other contract clauses for some background and ideas, 
but make sure that you know how it can be related to your 
particular school system. ^ 

Preparation of Package 

The package should be designed for ease of handling 
(bound, typed, double spaced, lines numbered, and indexed). 
It should also be correct (free of typing errors, proofread 
for intent, and backed by research) . Desirability (priority 
items) is most essential. 

1. Preamble 

It identifies the parties to the contract by 
full name, establishes the beginning and 
expiration date of the contract, reaffirms the 
good faith of the parties, and defines the 
overall purposes of the contract itself. 

2. Recognition 



100 



The bargaining unit is described, exclusivity 
IS noted, and the contract bar (see PERCRule 
8H-300.3) is established. 

Negotiation Procedures 

This is to emphasize that the collective bar- 
gaining process is a continuing process. That 
is, it does not end when the CB contract is 
signed. it provides for coiranunication between 
the parties during the life of the contract on 
formal and informal basis. 

Employee Organization and Teacher Rights 

This establishes the security which makes it 
possible for the employee organization officers 
and building representatives and members to 
police the collective bargaining contract. 

Grievance Procedure (Appendix J) 

It establishes a due process procedure that will 

. the rights of all .members„of^^.t 

lective bargaining unit in an orderly manner 
within a reasonable period of time. The griev- 
ance must provide for binding arbitration. 

Teaching Conditions 

This is to establish working conditions that 
enhance the safety, health, performance, and 
comfort of teachers and children. 

Curriculum and Instruction 

It minimizes the input of the non-teaching per- 
sonnel in what rightfully is the business of the 
teachers. 

Class Size, Class Load, and Specialized Instruc- 
tion 

This is to reduce the ratio of students to 
teachers, thereby creating conditions that im- 
prove the total quality of education in the 
system . 

Teacher Authority and Protection 
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It establishes the authority of the teacher to 
discipline and to arrange for proper and ready 
assistance . 

10. General Employrnent Practices 

This is to secure as many union rights as pos- 
sible and to prevent the School Board from 
including a management rights provision, 

11. Transfer and Reassignments 

An orderly process for transfer and reassign- 
ments with objective criteria is constructed. 

12. Vacancies and Promotions/Demotions 

This is to provide for opportunity in an 
equitable manner for filling vacancies and for 
the establishment of a fair promotion/demotion 
policy. 

13. Teacher Evaluation 

A proper .evaluation procedure is established - - 

for members of the bargaining unit. 

14. Layoffs 

This is to construct an orderly process for 
layoffs with objective criteria. 

15. Paid Leaves of Absence 

Provisions for the taking of paid leaves of 
absence for personal and other reasons are 
established . 

16. Unpaid Leaves of Absence 

This is to establish time for leave on an un- 
paid basis when personal reasons make absence 
necessary. 

17. Maintenance of Standards 

It establishes safeguards for the continuation 
of current standards. 
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1 8 . Academic Freedom 

This is to insure that the First Amendment 
rights of the teachers are inviolate . 

19. Political Activity 

The political and civil rights of teachers are 
reinforced. 

20. School Calendar 

It achieves teacher involvement in the setting 
of the school calendar. 

21. Professional Compensation and Fringe Benefits 

The best possible economic package for the 
members of the bargaining unit is to be 
achieved . 

22. Continuity of Operation 

This is to reiterate CB Law, CH 74-100 's unfair 
labor provisions in the contract. 

23. Miscellaneous 

It consolidates isolated, but important, matters 
into one article. 



Language of Your Demands 

Being knowledgeable and prepared on your .demands is 
a must. Any set of words can have va-^ious meanings and 
certainly any variety of methods of implementation, some of 
which would be defeating what was really intended. You 
must be knowledgeable and prepared to that extent. Go over 
your demands very, very carefully. How do you intend them 
to be implemented? What do you really think they mean? 
Those that you are not sure about ^ get back to the source. 
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Find out what is really meant before you go in and begin to 
look foolish before the negotiators on the other side of 
the table. 

You must also decide whether you are going in and 
just present the demands on a list and explain them, or are 
you actually going to reduce them to what you consider to 
be the optimiim language with binding enforceable terms • 
You should write out each specific demand in the terms of a 
contract clause, and be prepared to present all your 
demands at the first bargaining session. 

This method saves time in limiting and pinning down 
the discussion. It begins the discussion at your optimum 
point rather than any lesser or compromise point, Writing 
the contract in advance gives you a better bargaining 
position when you bring it to the table. 

Establishing Priorities Among Demands 

You should enter bargaining with a list of demands 
as comprehensive as the members of the bargaining unit have 
indicated it should be at that particular time. Some are 
more important than others. As members of the team, you 
must establish a priority rating of each item's importance; 
and, as you are bargaining and agreeing to things., you must 
constantly evaluate the total package which is developing. 
Be careful nor to end up with many inconsequential demands 
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gained only to realize that you have agreed to none of the 
important things. 

The first of three general areas that you will be 
bargaining in is the organization area. This area is made 
up of the items which establish you as an organization in 
the school system; such as, your general relationship with 
the School Board, the monthly meeting between the bargaining 
team and the chief executive ,school officer to discuss 
general school policies and the general implementation of 
the contract, the monthly consultation between the princi- 
pal and the building representative in each school, and the 
grievance procedure and arbitration. 

The second general area is teaching and learning 
conditions. This includes such details as, class size, 
class load, conditions of work, employment practices, sched- 
uling of routine, non-professional chores, and teacher 
rights and authority, etc. 

Economics is the third general area. Salaries, 
fringe benefits, and extra pay for extra duty, etc. are 
included. 

Package Check - 

Once you have completed your CB package, determined 
when you will submit it to the School Board, and notified 
PERC (as required by PERC Rule 8H-500.3) of your desire to 
• commence bargaining, the following package check is suggested: 
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Design 


A. 


Is the package bound? 


B. 


Is the package typed? 


C. 


Are the lines double spaced? 


D. 


Is each line numbered on each page? 


E. 


Do you have a table of contents? 


F. 


Do you have sufficient copies of the package 
for your team, their team, and reserve? 



Precision 

A. Is the material free of typographical errors? 

B. Has the material been verified for intent? 

C- Are items backed by research, where possible? 

D. Have current School Board policies been examined 
to determine similarities, differences, addi;- 
tions f and deletions? 

E. Have the Florida School Laws been examined to 
to determine permissiveness, conflict, and 
appropriateness? 

Support 

A. Have the concepts been approved by the appro- 
priate* bodies of your employee organization? 

B. Have the building representatives received ori- 
entation on their roles during bargaining? 

C. Has the media been educated or made aware of 
the process? 

Presentation ^ 

A. Have tho "internal" priorities been established? 

B. Have these priorities been reviewed in light of 
the current economic decline? 
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C. Have your back-off and trade-off items been 
studied? 

D. Has your team rehearsed/practiced its 
presentation? 

E. Does your chief spokesman have rationale (s) for 
each of your demands? 

Bargaining Process 

As stated earlier, the basic objective in the entire 
collective bargaining process, and that includes bargaining 
and all aspects of policing the contract, is to reach an 
agreement. Because collective bargaining is so new to the 
public sector (teachers included) , there are likely to be 
those in labor and management who will approach collective 
bargaining as if it were some kind of trial by combat or 
debating society. 

Although the collective bargaining process is an 
adversary relationship, it certainly is not and should not 
be an elimination contest. In the bargaining process, a 
winner-take-all attitude by you or the School Board raises 
serious obstacles; not only to the development of a con- 
structive relationship, but to good faith bargaining itself. 

Reasonableness and acceptability on your part 
should be an indication of confidence, not a lack of it. 
If the chief spokesman of your bargaining team indicates 
in any way that the team's proposal might be turned down, 
it will be. 
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It is often difficult to reach a decision. The 
more that rides on a given decision, generally the more 
difficult it is to reach. The forced choice is an attempt 
to ease the burden of a weighty decision by offering a 
choice between alternatives. There are many situations 
where two alternatives may be of relatively equal value to 
you. What you need to avoid, as much as possible, is 
offering a choice between something and nothing. 

By far, the most fruitful atmosphere for reaching 
sound agreements is the recognition by both parties of 
mutual interest in solving problems of common concern. 
The greater the degree of objectivity that can be devel- 
oped, the more constructive the relationship. 

The collective bargaining process is complicated 
and certainly has its shortcomings as a means of resolving 
conflicting interests in employment. It happens, however, 
to be superior to most known alternatives for adjusting 
differences in a free society. 

The following flow chart (Chart IT) is offered for 
your edification, and hopefully, to enhance your under- 
standing of the collective bargaining process. 
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CHART II 

FLOW CHART OF BARGAINING PROCESS 



Impasse^ — 

Arbitrator is 
Appointed 



Employee Organization 
is Certified by PERC 

i 

Employee Organization 
Develops Proposal 

Selects Negotiating 
Team ^ 

Negotiates With SchooT 
Boafd^Representatives ♦ 

Reaches Agreement 

I 

Agreement Put in 
Writing 

Agreement Signed by I — If not 
Both Negotiating Teams Ratified 

^ by Both 

Agreement is Ratified _| Parties 
by School Board 

Agreement is Ratified 
by Employee 
Organization 

Contract is^ 

Implemented 



->No Agreement After 
— '60 Days 



If No Arbitrator 
Appointed and Still 
at Impasse 



Negotiations 
Resume 



1 



If no- 



Agreement 



Both Parties Agrees 
to Decision 



->PERC Selects 
Special Masters 

; 

Special Master Holds 
— Hearing and Makes 
Recommendation 
in 20 Days 

One or Both Parties Reject Part 
or All of Decisions of Special Master 

Special Master Submits Material 
of. Differences ^ 

School Board Holds Hearing 

Parties Agrees School Board Makes Decision 

Parties Disagree- fe^ Option of Litigation 
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PAGE 47 WAS MISSING FROM THIS 
DOCUMENT PRIOR TO ITS BEING SUBMITTED 
TO THE ERIC DOCUMENT REPRODUCTION SERVICE. 
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, SUMMARY 

In the preceeding pages, the writer has attempted 
to provide the reader with information, suggestions, recom- 
mendations, and hopefully some helpful hints to better 
prepare you and your negotiation team to meet your employer 
at the bargaining table. The procedures you use in pre- 
paring you and your team for the collective bargaining 
process will depend on the size of your county, (district) , 
past experience of your team members in any form of 
negotiations, financial resources, etc. No matter what 
procedures, the key word is preparation. 

The following materials are available to you free 
of charge or at a minimal cost. They are: 

1. Florida School Laws (Florida School Code). 

2. State Board of Education Regulations. 

3. Florida Statute CH 74-100 (the Public Employees 
Collective Bargaining Law) . 

4. The PERC Rules and Regulations. 

5. Local School Board Policies. 

All of these are indispensable in your preparation 
for the collective bargaining process. 

As has been stated earlier, elaborate planning and 

preparation may not guarantee a v/inner; but without it, you 

are guaranteed a loser. Happy Bargaining! 
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5. It is recommended that the model collective 
bargaining procedure be up-dated and/or revised 
in light of experience gained during ^development 
and implementation before re-adoption. 

6. Because this practicum was conducted in only one 
county in Florida, it would be useful to imple- 
ment the model collective bargaining procedure 
in other counties. 

Evaluation 

Four overall goals and/or expected outcomes were 
established in the Maxi II Practicum proposal and were 
enumerated in Chr^pter 11 of this report. Each goal or 
expected outcome! is dealt with separately for the sake 
of clarity. ' " ' " ' 

1. Goal or Expected Outcome — To design and develop, 
and implement a model collective bargaining 
procedure for use by educators in small arid 
mediiam sized counties in Florida. 
Evaluation — The writer designed and developed, 
and as a member of a five person negotiation 
team, implemented a' model collective bargaining 
procedure that consisted of four components. 
Evaluation checklists and questionnaires were 
developed by the writer to measure the effec- 
tiveness of each component. A rating scale of< 
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below average, average, and above average and a 
space for conanents or suggested improvements 
was provided on each evaluation checklist and 
questionnaire. Each component was evaluated 
by the negotiation team and the collective 
bargaining committee before it was submitted to 
the Coltimbia Education Association Executive 
Board for approval. Suggestions for improve- 
ments were considered for each component before 
it was adopte.d by the Columbia Education 
Association and incorporated in the model 
collective bargaining procedure. 
Goal or Expected Outcome — To accomplish the 
signing of a master contract between the School 
Board and the teachers of Colxambia County, 
recognizing the Columbia Education Association 
as the exclusive bargaining agent for teachers. 
Evaluation — A master contract between the 
School Board and the Columbia Education 
Association was signed on December 1, 1975, 
recognizing the Columbia Education Association 
as the exclusive bargaining agent for teachers 
in Columbia County from July 1, 1975, through 
June 30 r 1976. The following were listed as 
outcomes or gains to be expected from signing 
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the master contract when the Columbia Education 
Association recommended ratification of the 
negotiated agreement. 

a. Teachers cannot be discriminated against 
for joining the Columbia Education Asso- 
ciation (union) . 

b. Teachers are assured of payroll deductions 
for union dues. 

c. Teachers have the right to check* tTieir 
personnel files. No derogatory statement 
can be placed in a teacher's file unless he 
has seen it and is given an opportunity to 
append written comment. Only one personnel 
file may be kept on an individual teacher. 
No secret files may be kept. 

d. Teacher^ have the right to an impartial 
procedure for dispute or grievance settle- 
ment and the right to representation by the 
Columbia Education Association at every 
level of the grievance procedure. The 
decision of the arbitrator shall be final 
and binding. There shall be no reprisal 
for filing a grievance. 

e. Teachers will be required to furnish a 
certificate of good health for initial 
employment only. Any further examinations 

that are. required will^jDe pa^^ the.. 

School Board. 

f . Teacher participation in extra-curricular 
duties outside the regular work day shall 
be strictly voluntary. Non-teaching duties 
shall be scheduled on an equitaible/ 
rotating basis. Compensatory time shall be 
granted if teachers are required to serve 
duty beyond regularly scheduled duties. 

g. Teachers shall be granted free admission to 
all school sponsored activities including 
athletics. 
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h. Seniority provisions shall be observed 
in teacher lay-off and recall, 

i. Personal leave shall be used at the 
discretion of the teacher. Up to twenty 
(20) days accured sick leav^ maybe used 
for maternity leave. 

j . Minimum planning time for teachers shall 
be: 

Kindergarten 100 minutes per week 

Elementary 200 minutes per week 

Junior High 250 minutes per week 

Senior High 250 minutes per week 

k. The School Board shall provide legal counsel 
to any teacher who is assaulted by a . 
student/ parent , or other individual in the 

line of duty. 

^' . • . 

1, The School Board: must notify a teacher of 7 
any complaint by a parent , student,. or 
other individual before the Board can take 
action against a teacher or place the 
complaint in a teacher's file. 

The negotiated agreement was ratified by the 
teachers and with the signing of the master 
contract between the School Board and the 
Columbia Education Association , teachers were 
guaranteed above mentioned outcomes or gains 
for the first time. Also, through the grievance 
procedure, teachers were guaranteed these nego- 
tiated rights without the cost of litigation. 
3 • Goal or Expected Outcome— To get the model 

collective bargaining procedure adopted' hy the 
Columbia Education Association for future use. 
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Evaluation — Adoption of the model collective 
bargaining procedure for future use was 
enhanced by the fact that the four c9mponents 
that constitute the overall model had been 
implemented by the bargaining team after each 
had been approved by. the Columbia Education 
Association Executive Board. After the master 
contract had been signed, suggestions for 
improvement by the negotiation team and the 
collective ba^rgaining team were considered by 
the Columbia Education Association Executive 
Board. The model collective bargaining proce- 
dure was adopted for future use. 
Goal or Expected Outcome- --^^ make the model 
collective bargaining procedure available to 
other organizations/ associations, and groups 
in other districts. 

Evaluation— The writer has of f ered -to make ~ - - - 

copies of the model collective bargaining pro- 
cedure available at cost (approximately $15.00) 
of reproduction to the twelve districts who 
indicated, in response to the survey on the 
"Present Status of Collective Bargaining by 
Educators in Small and Med iiam Sized Counties in 
Florida," that they did riot have the expertise 
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and/or kndw-how to effectively bargain collec- 
tively with the School Boards for the teachers 
in their county , and that they did not have the 
financial resources to hire a professional 
negotiator • 

Overall Evaluation 

" The writer feels that a great majbrity of the goals 
of the practicim were achieved; and given the implementation 
of the model, educational leaders will have an orderly 
procedure for input into the decision making process. The 
model also provides a guide whereby teachers can formalize 
their access to the school power structure. 
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Chairman 

Public Employees Relations Commission 
2005 Apalachee Parkway 
Tallahassee, Florida 32301 

Dear Sir: 

Section 447.008, PERC Rules and Regulations, 
requires every employee organization to register with you 
prior to requesting recognition from a public employer. 
The information which we are herein providing is submitted 
in an effort to fully comply in good faith with the 
requirements of that section. 

Copies of our Constitution, By-laws, financial 
report for the last fiscal year, and our check for ^the 
registration fee of fifteen dollars ($15.00) are enclosed, 
i^. NAME 2USfD ADDRESS OF THE ORGANIZATION 



B. NAME AND ADDRESS OF THE PARENT ORGANIZATION 
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C. NAMES AND ADDRESSES OF THE OFFICERS AND BUSINESS AGENT 



(TITLE) (TITLE) 



(TITLE) (TITLE) 



D. THE AMOUNT OF THE INITIATION FEE WHICH MUST BE PAID 
IS $ . THE MONTHLY DUES ARE $ 



E. PROCESS MAY BE SERVED ON: 



F. THE ORGANIZATION PLEDGES TO CONFORM TO THE LAWS AND 
CONSTITUTION OF THE STATE OF FLORIDA AND THE UNITED 
STATES OF AMERICA. IT FURTHER PLEDGES TO ACCEPT MEM- 
. BERS WITHOUT REGARD TO AGE, RACE, SEX, RELIGION, OR 
NATIONAL ORIGIN. 



SINCERELY, 



President 



Attachments : Current Budget 

Prior Year Financial Report 

Local Constitution and By-laws 

State Affiliate Constitution and By-laws 
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STATE OF FLORIDA DEPARTiyiENT OF COMMERCE 

Division of Labor 
1321 EJxccutivc Center Drive - East, Tallahassee 32301 




Enclosed are the necessary applications for a Labor Organization 
Report and Business Agent License. Please complete the enclosed 
forms in their entirety, making a notation on any line where there 
is a required response. 

As part of the definition of Labor Organization in the Florida 
Statutes 447, it is required that the union be recognized by one or 
more employers with an agreement with the employer as a bargaining 
iinit. 

As a reminder to the business agent, please fill in full middle 
name when applicable. Enclosed is an F.B.I, fingerprint card which 
must be completed for your business agent's application. Please fill 
out the upper portion of this card; name ,^^s:ddress , description, etc. 
Take this card to the sheriff's office or police department and have 
them fingerprint you. Return the card to me at the above address. 
Please Ho hot fold" the fingeifp^^ ^ " . ' 

Please return these applications after notarization with a check 
or money order to cover the filing fee of $1 for each of the applica- 
tions. Make payable to the Florida Department of Commerce. 

If you need further assistance, please feel free to contact this 
agency. 

Sincerely, 



William G. Monks 
Administrator of Labor 
Organizations 
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:^r!.'i^ OF K*. r:\ 
■ DKl-AM'V^NT or r V-: ;KHCE 
DIVISION or I.ADUR 
Room 220 

1321 Executive Center Drivc-KaiDt 
Tallahassee, Fiot-ida 32301 
(904)408-3400 

Report of Labor Organization 



Pursuant to the provisions of Chapter 447, Horida SlaUites, the following is submitted: 
NAME OF ORGANIZATION : 



ADDRESS & PHONE 



lhat the current officers of this organization are as follows: 

NAME ADDRESS 



(President) 



(Secretaiy) 



CTreaAirer) 



(Business Agent) 

. (If there are additional Business Agents, list them with address on the other side of this form.) 

TCbmplcte^thc foHoviing schcduk indicating that your organization has been involved in collective bargaining, and.is rccognized by one: 
or more employers as a unit of bargaining: (Start with most recent agreement.) 

Name and address of Employer(s) Date of Bargaining Agreement Length of 

. Agreement 



Wc the undersigned, certify that the above statements arc true and correct, and enclose the annual fee of One DoUar (SI. 00) as re- 
-^•'•d by Statute. 



this day of _ 

19__ 



Nouiy Public Attest: 



„ Piesident 



Siputufc or SecieUiy 



NOTE: n>is report MUST BE (lied noC later than Joty 1 . ^ ^ S qo filing fee shall accompany lliis report.) 
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DEPAK'j'M]:rrr or co:i:n:KCf: 

DIVISION OF LhUOH 
Room 220 • 
1321 Executive Center Drive-East 
Tallahas£;ec, Florida 32301 
(904} 180-3480 

Business Agent Application 
rhc undcisigncd applies for license or pernlii lo act as business agent for 



"(Give naiiiu and :idii(c^s or labor union) 



BUSINESS PHONE: 



and submits ihe following information: • 

NOTE 'All questions must be answered before application can be filed. If questions 8, 9, 10, 11 , .13 and 14 arc answered in the af- 
firmative, give details on back. 



1. FuIlName- 



(first) 

2, Social Security Number 

3. Place and date of birth , 



(City) (County) (Stale) 



(Dale of Birth) 
^^^Husincss Address — _ 



(Address) 



(OtyO 

5. Residence address- 



(State) 



(Addiess) 



^ty) \ (State) (Zip Code) (How Long) 

6. Arc you a United Stales citi7.cn,^ If you are a naturalized citizen, when and where were you naturalized? — 



: (D^ (City) (County) (State) 
7. Have you been a citizen of a"^^ resident of the United States for the past five years? 



8. Have you ever been charged with the violation of any law governing labor organizations?- — 

9. Have you ever been refused a license or registration as a business agent for a labor organization in any State or had a license or re- 
pstration suspended or revoked? , . 

10. Have you ever been charged with violation of any internal law governing the operation of any labor organization? 

11. Have you ever been suspended or exeplled from any labor organization? — • 



^'omplcle the following schedule as to labor organizations with which you have been affiliated for the past Hve years to the present: 



^^ame & Address of Dates of Positions 

Labor Organization Afniiation Held 

O 
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RECENT 
PHOTO 
HERE 
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13. Have you ever been coitvicU-d of any t)ffcii:.c ollici llun traffic viol.iliims'! 
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Ibvc you ever been convicJcd of a fclony?- 
Svvorn to and subscribed before nie at 









19 









If sojiave your civil rights been rcstoicd? 

Dated 

Signed 



_(C;ivc iKmjiIs bcUvA) 



Sign: t?jrc or Applicant 

NOTE: Untrue statements arc grounds for refusal of a business 
agents license. 



Notary VubllC 



STATEMENT OF LABOR ORGANIZATION 
Wc, the undersigned. President and Secretary, respectively oC 



a labor union, with its principal place of business at ! ■ • 

:^^hereby certify that ' — 

^5 above applicant, has been designated as our business agent as defined by paragraph 2 of Section 447.02. Florida Statutes by bcine 
. elected/appointed on the -_day of , , 19 —to the office of 

Wc further certify that he qualifies under the provisions of Section 447.04, Florida Statutes. 

Sworn to and subscribed before me at Dated? ■. ■ — — — — 

this day of. , Signed. _- — 

Signature of President 

19..i.......... 

Signed 

Signature of Secretary 

Notary Public 



•Use this space for additional information 
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AUTHORIZATION FOR REPRESENTATION 

I, '_ ^ , a faculty member at 

,. and an employee of the 

School Board, by the execution of this \ 

authorization form select and designate 

as my collective bargaining representative in all matters 
pertaining to the wages, hours, and conditions of employ- 
ment accorded me or to be accorded me by my employer. By 
the execution of this authorization, I hereby authorize 

• to act as my collective bargaining 

representative pursuant to the pro^?^isions of Florida 
Statute 447.009 -(1) or 447.009 (2). 

Date ^ 

(Signature) 
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Dear (School . Board Chairperson): 

The hereby requests that the 

School Board recognize it as the exclu- 
sive collective bargaining representative for the unit 
consisting of the following categories; 

Included 

1. Classroom Teacher 

2. Librarian 

3 . Counselor 

4 . Dean 

5. Any title not under "Exclude^d" and is certified 
personnel 

6. Any new title for certified personnel 
The following categories should be excluded: 

Excluded 

1. Superintendent 

2. Program Planning Specialist 

3. Coordinator, Guidancie and Pupil Personnel Services 

4 . General Supervisor 

5 . Director , Vocational and Technical Education 

6. Coordinator, Attendance and Textbook Manager 

7 . Coordinator , Special Services 

8. Reading Coordinator 
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9 . Finance Director 

10. Principal 

11. Assistant Principal 

The has sufficient proof (showing' 

of interest) that it has the majority status in the pro- 
posed appropriate unit. 

The would be happy to submit this: 

proof to you and your representative (s) prior to the school 

board meeting of # 19 

Very truly yours, 

- ■ ■ . '■ , President 

Association/Organization 

'■' ■ . . . ' ■ • ■. '. • ' . ■ 

~ Date ^ 
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PETITION TO THE BOARD OF EDUCATION OF 



The undersigned certificated professional employees 

of the Board of Education of , 

constituting a majority of the employees of said Board of 

Education, do hereby designate the '_ 

as the exclusive representative of all professional 
employees of said Board for the purpose of negotiations 

with said Board of Education of 

to secure a comprehensive written agreement to include 
among its terms and conditions, salaries and all other con- 
ditions of employment, and the undersigned hereby petition 

the Board of Education of to so 

recognize and certify the as such 

exclusive representative for a period of one (1) year from 
the date of such recognition, and enter into such nego- 
tiations with the ^ forthwith. 

Signature Name (Print) School Date 

1. ^ 

2. 

3. 

4. 
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Signature Name (Print) School Date 



5. • 

6. 

7. • 

8. 

9. 

10. • • 

11. 

12. 

13. 

14. 

15. 

16. 

17. 

18. ^ 

19. 

20. 

21. ' 

22. 

23. 

24. 

25. 

26. 

27. 

28. 
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BACKGROUND SURVEY ON TEACHERS 
IN EACH SCHOOL 

TO BE COMPILED BY EACH SENIOR BUILDING REPRESENTATIVE FOR 
USE IN COLLECTIVE BARGAINING ELECTION . 



1. Name of school — address and phone number 

2. Building Representative (your name) — address and phone 
number 

3. Teacher count in your building 

4. Ethnic group count in your building 

5. your membership count in your building 

6. opposition membership count 

7. Non-members in either organization in your building 

8. Number of male teachers in your building 

9. Number of female teachers in your building 

10. Number of single teachers in your building 

11. Number of married teachers in your building ' 

12. Number of teachers in your building between. ages 24-34 

13. Number of teachers in your building between ages 35-44 

14. Number of teachers in your building above age 45 

15. Major issue (s) in your building (examples: salary, 
class size/ disciplinary code, extra duty, etc.) 

16. socio-political rating your building — liberal, conser- 
vative, etc. 

17. socio-economic status of the area within your school 
is located (of the community) 

71 
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Names of three vocal teachers in your building — one of 
your organization, one opposition, one uncommitted — 
include address and phone number 

Number of teachers in your building with three or less 
years of teaching experience 

Number of teachers in your building with four to ten 
years teac^iing experience. 

Number of teachers in your building with more than ten 
years teaching experience 

Number of teachers in your building on annual contract 

Number of teachers in your building on continuing 
contract 

Niimber of teachers in your building who are the sole 
wage earner in his household 

Number of teachers in your building who presently hold 
part-time jobs or "moonlight" 
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STAFF . SURVEY 



COLLECTIVE BARGAINING QUESTIONNAIMl 



The purpose of this survey is to determine the 
issues as you see them. Should the XYZ Association be suc- 
cessful in winning the collective bargaining election ^ the 
same information will be used to establish priorities for 
inclusion in negotiating the master contract. 

Neither this survey or its use is intended to cast 
discredit on the professional staff , administration, or 
School Board of the school district. 

' Consider each questionnaire problem by itself • 

Rate the problem on a scale of 1, 2, 3, or NA by circling 
the appropriate n\imber. 

One (1) indicates the problem is very important . 
Two (2) indicates the problem is important . 
Three (3) indicates the problem is not jmportant . 
NA indicates the problem does not apply . 

A. Curriculum and Instruction 

1. Limit class size 1 2 3 NA 

2. Reduce class load (i.e., number of 

classes and total number of students) 1 2 3 NA 

3 . More teacher aides for all schools 12 3 NA 

4. Increase staff to handle psychological 

testing 1 2 3 NA 

5 . Reduce ratio of students to counselors 1 2 3 NA 

6. Provide additional "visiting" teachers 1 2 3 NA 

7. Establish a learning disabilities 

program 12 3 NA 
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8. Music, PE, and art teachers for all 
schools 

9. Department and/or grade chairman for 
all schools 

10. Remedial reading teachers £ot each 
school 

11. Expand special education classes 

12. Preparation/conference periocjg f^j. ^-^i 
teachers 

13. ^ Human relations workshops for increased 

professional growth 

14. Greater teacher say-so in textbook 
selection 

15. Improve minority group studies in all 
aspects of the curriculum 

16 . More teacher control in detej^ining 
curriculum 

17. Develop and implement year-a-j-ound 
school plan 

18. More teacher participation in determin- 
ing in-service education progj-ams 

More supplementary texts and materials 



19. 
20. 

21. 
22. 
23. 
24. 
25. 
26. 



1 
1 



1 
1 



Fewer interruptions during class hours 
(workmen, intercom, etc.) 



More up-to-date curriculum "i^terials 
Professional libraries in each school 

Greater teacher authority with students 1 

Greater academic freedom 1 

Expanded vocational programs ]_ 

Expanded suinmer school programs 1 



2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 

2 3 



,NA 

NA 

NA 
NA 

NA 

NA 

NA 

NA 

NA 

NA 

NA 
NA 

NA 
NA 
NA 
NA 
NA 
NA 
NA 
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27. (Problems not listed — you fill in) 

28. 

29. 

30. 

Coiranents : 



1 


2 


3 


NA 


1 


2 


3 


NA 


1 


2 


3 


NA 


1 


2 


3 


NA 



Personnel Policies 

1. Less frequent and/or shorter faculty 
meetings 

2. Relief from non-professional duties 
such as lunchroom supervision, hall 
duty , playground supervision , etc • 

3. Teacher participation in hiring new 
teachers 

4. Teacher in-put and participation in 
all phases of teacher evaluation 



3 NA 



NA 



3 NA 



3 NA 



5. Teacher participation in administrative 

and supervisory personnel evaluation 12 3 NA 

6. Employ minority group teachers, sup- 
portive personnel and administrators 

in accordance with minority population 1 2 3 NA 

7. Hire only certificated personnel with 
educational requirements in their 

areas of competence 12 3 NA 

8. Develop standards under which student 

teachers will be accepted .12 3 NA 

9. Released time for required or necessary 

^ conferences and meetings 1 2 3 NA 

10. Pay for required meetings other than 

during normal school day 12 3 NA 
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11. Teacher assignment only in teacher's 

area of Ccjrtif ication 1 2 3 NA 

12. Duty free lunch period . 1 2 3 NA 

13. Allow teachers to use their non- 
instructional/non-supervisory time as 

they choose 1 2 3 NA 

14. Provide adequate faculty lounges, wash- 
rooms, etc. . 1 2 3 NA 

15. Improve policy on teacher transfers and 
reassignment 1 2 3 NA 

16. Earlier notice to teachers of changes 
in their schedules (semester to semes- 
ter, year to year) — 2 3 NA 

17. Improve due process rights for all 

teachers in transfer and dismissal 

cases i 1 2 3 NA 

18. Arrangements for teacher access to. 

buildings after school and on weekends 1 2 3 NA 

19. All complaints by parents or students 

shall be reported to teachers 1 2. 3 NA 

20. A "break" for all teachers in a.m. 

and p.m. 1 2 3 NA 

21. Improve procedures in posting promo- 
tional vacancies 12 3 NA 

22. Teacher participation in filling promo- 
tional vacancies 1 2 3 NA 

23. Improve procedures in assignments to 

summer school positions 1 2 3 NA 

24. No discrimination on basis of teacher's 
political activities 1 2 3 NA 

25. Substitutes shall be hired for all 

absent teachers 1 2 3 NA 

26. Make better use of non-student days 

throughout the school year 2 3 NA 
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27. Early dismissal on primary and general 

election days 1 2 3 NA 

28. Establish Building Committee in each 
school to determine policies on matters 

unique to that school 1 2 3 NA 

29. Allow elementary teachers to use spe- 
cial periods (i.e., music class, F.E. 
class, art class, etc.) as preparation 
time rather than "sitting" in classes 

where a special teacher is present 1 2 3 NA 

30. Improve school calendar ^ 12 3 NA 

31. (Problems not listed — you fill in) 1 2 3 NA 

32. 1 2 3 NA 

33. 1 2 3 NA 
Comments : 



Salaries and Related Benefits 

IV Full payment by School Board of family 
plan health and accident and major 

medical insurance for all teachers 1 2 3 NA 

2. Dental insurance fully paid by School 

Board ' 1 2 3 NA 

3. Provide group term life insurance 12 3 NA 

4. Income protection insurance fully paid 

by School Board 1 2 3 NA 

5. Personal business leave days 1 2 3 NA 

6. Sabbatical leave with pay 1 2 3 NA 

7. Professional leave for attending con- 
ferences , workshops , conventions , etc .12 3 NA 
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8. 


Leave for adoption of a child (similar 
to maternity leave) 


1 


2 


3 


NA 


9. 


Improved maternity leave 


1 


2 


3 


,NA 


10. 


Apply policies on leaves to summer 
school 


1 


2 


3 


NA 


11. 


Leave for illness in family 


1 


2 


3 


NA 


12. 


Bereavement leave to also include close 
friends 


1 


2 


3 


NA 


13. 


Emergency leave with pay up to two days 
per year 


1 


2 


3 


NA 


14. 


School Board pay teacher's retirement 
contribution 


1 


2 


3 


NA 


15. 


Make pension deductions optional for 
extra duty pay 


1 


2 


3 


NA 


16. 


Severance pay based on years of service 


1 


2 


3 


NA 


17. 


Provide salary credit for up to four 
years military service 


1 


2 


3 


NA 


18. 


Optional pay periods of 10 or 12 months 


1 


2 


3 


NA 


19. 


Full salary credit for in-state teach- 
ing experience 


1 


2 


3 


NA 


20. 


Extra pay for extra duty 


1 


2 


3 . 


NA 


21. 


Allow undergraduate and technical 
courses for credit toward salary 
adjustment 


1 


2 


3 


NA 


22. 


Cost-of-living factor on salary schedule 


1 


2 


3 


NA 




Reach maximum salary sooner 


± 


2. 




NA 


24. 


Improve the index on salary schedule 


1 


2 


3 


NA 


25. 


Increase base for beginning salary 


1 


2 


3 


NA 


26. 


Strictly voluntary acceptance of extra- 
curricular assignments with pay if 
assignments are accepted 


1 


2 


3 


NA 
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27 . Pav for coverina abst 
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Z 


.3 


NA 


28 . 


be transferred 


1 


2 


3 


NA 


29. 


Study adoption of merit pay plan in- 
stead of index 


1 


2 


3 


NA 


30. 


Require masters degree for all depart- 
ment heads and/or grade level chairmen 


1 


2 


3 


NA 


31. 


(Problems not listed — you fill in) 


1 


2 


3 


NA 


32. 




1 


2 


3 


NA 


33. 




1 


2 


3 


NA 



Comments : 



School Buildings, Facilities, and Materials 

1. Greater teacher involvement in planning 
construction of new school facilities 1 2 3 NA 

2. Establish a central facility for spe- 
cial education programs 1 2 3 NA 

3. Special rooms in all schools for spe- 
cial classes (art, music, etc.) 1 2 3 NA 

« 

4. Space in all schools for private con- 
ferences with students and parents 1 2 3 NA 

5. Private telephone facilities for 

teacher use 1 2 3 NA 

6. Teachers involved in planning their 

individual school ' s budget 1 2 3 NA 

7. More filing, storaige, and desk space 

(lockable) for teachers 1 2 3 NA 

8. . More mechanical equipment (AV equips ~ 

ment) 1 2 3 NA 
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9. Improved service of AV equipment 1 2 3 NA 

10. More classroom materials and supplies 1 2 3 NA 

11. Adequate off-street parking for 

teachers 1 2 3 NA 

12. Improved custodial cleaning services 

in classroom and buildings in general 12 3. NA 

13. Provide safe and healthful teaching 
conditions in accordance with appro- 
priate standards 12 3 NA 

14. (Problems not listed — you fill in) 1 2 3 NA 

15. ^ 1 2 3 NA 

16. 1 2 3 NA 
Comments : 



E* Most Important Problems 

In my opinion, the most important problems, no matter 
what the category, are: (use reverse side of sheet if 
needed) 
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EXAT^PLE OF A MODEL -GRIEVANCE PROCEDURE 
A. Purpose 

The purpose of this^ procedure is to provide the most 
efficient, equitable, and fair disposition of claims by 
teachers at the lowest administrative level. - 

Definition 

A grievance shall mean any claims by the member (s) 
in the employee organization regarding a violation, misin- 
terpretation, or misapplication of the terms of the master 
contract, or any policy, regulation of the School Board, or 
and statutory law. 

C. No grievance will be processed without prior notifi- 
cation to the collective bargaining agent and opportu- 
nity for representative of the collective bargaining 
organization to be present. 

D. In the event a teacher believes there is a basis for a 
^grievance, he shall first discuss the alleged grievance 

with his immediate supervisor either personnally or 
accompanied by his association representative. 
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E. If , as a result of the informal dis^jussions with the 
immediate supervisor, a grievance still exists, a 
formal procedure may be implemented through the col- 
lective bargaining organization on a form provided by 
the bargaining agent. The form will be available 
through the employee organization representative and 
must be signed by the teacher and the employee organi- 
zation representative in order to initiate the formal 
procedure. 

Step I 

The teacher may submit to the immediate supervisor 
a copy of the grievance form. If the grievance involves 
more than one building, it may be submitted to the super- 
intendent or his designate. Within five (5) calendar days, 
the immediate supervisor and the collective bargaining 
agent will meet to discuss the alleged grievance and the 
immediate supervisor will indicate his decision in writing 
within three (3) calendar days of the meeting a copy to the 
collective bargaining agent. 

Step II 

If a grievance still exists as a result of the 
immediate supervisors decision or .if there has been no 
decision within five (5) calendar days of the meeting, the 
grievance will be fired with the superintendent or his 
representatives. Within five (5) calendar days the 
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collective bargaining agent will meet the superintendent or 
his representative and the representative or superintendent 
shall indicate his decision in writing within five (5) 
calendar days after the meeting, furnishing a copy to the 
collective bargaining agent. 

Step III 

If as a result of the superintendents or his repre- 
sentative's decision, a grievance still exists or if there 
has been no decision within five (5) calendar days of the 
meeting, the grievance will be submitted to the School 
Board, by filing a copy with the chairperson. The School 
Board will meet within fourteen (14) calendar days with the 
collective bargaining agent and the School Board will indi- 
cate their decision in writing vrithin^seven (7) calendar 
days of the meeting, furnishing a copy to the collective 
bargaining agent. 

Step IV 

If as a result of the School Board's decision, a 
grievance^ still exists or no decision has been made xn the 
time period provided, the grievance may be submitted to a 
neutral arbitrator mutually agreed upon by the School Board 
and the bargaining agent. If the School Board and the 
baryaining agent can not agree on the neutral arbitrator 
within five (5) calendar days from the notification that 
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arbitration is to be used, the Federal Mediation and Con- 
ciliation Service (FMCS) will select the arbitrator. The 
arbitrator shall function according to the rules of FMCS. 
Either party in arbitration can use only the evidence 
already disclosed to the other party and both parties will 
share equally the fees and expenses of the arbitrator. 
The diBcision of the arbitrator shall be final and binding 
on both parties. 

F. Time limits will be strictly observed, but may be ex- 
tended by written agreement of both parties. 

G. All employees whose presence is required when grievance 
meetings and conferences are held during school hours 
will be released with pay for that purpose. 

H. All resolutions of any grievance will be consistent 
wii n the terms of the grievance procedure and the 
collective bargaining agreement. 

I. As provided by law, all teachers are entitled to fair, 
reasonable, and equitable treatment. 

J . Any grievance arising during the term of this agreement 
may be processed until resolution, regardless of the 
expiration date of the agreement. 
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If the School Board refuses to arbitrate a grievance 
under the terms of this agreement, the arbitrator 
appointed according to the above procedures will pro- 
ceed on a ex parte basis. 



158 



GLOSSARY OF NEGOTIATION TERMS 



I' 

159 

o ■ ..... 

ERIC 



GLOSSARY OF NEGOTIATION TERMS 



Agreement (Ma s ter ) - A written, signed contract, arrived at 
through the process of negotiation, which covers the 
employees' terms and conditions of employment for a speci- 
fied period of time (usually one, two, or three years). 

Arbitration - A method of settling disputes of the parties 
to a contract by having an outside, impartial, third party 
(arbitrator) hear the grievance and render a decision as 
to settlement of same. 

Authorization Card - A card ' signed by an employee autho- 
rizing a union to act as his agent in collective bargaining. 

Award - Pertains to the decision rendered by the arbitrator. 
His award will be in support of the contentions held by one 
party or the other in the dispute that was placed before 
him. 

Bargaining Agent - The formally designated organization 
which represents employees seeking or having a master 
agreement. 

Bargaining Team - The negotiators who will actually be at 



160 



the bargaining table and actively involved in the nego- 
tiation toward a contract. 



Bargaining Unit - The group of employees that an employee 
organization represents or seeks to represent as bargaining 
agent on wages, hours, and working conditions. Criteria 
for determining a unit include similar job descriptions, 
community of interest, salary schedules, fringe benefits, 
etc . 

Certification - Official recognition by an impartial labor 
relations board (in Florida, by the Public Employees Rela- 
tions Conmiiss ion) that an employee organization is, and 
shall remain, the exclusive representative ' for all the 
employees in an appropriate bargaining unit for the purpose 
of collective bargaining, until it is replaced by another 
employee organization, is decertified, or dissolves. 

Collective Bargaining - The process of negotiating between 
an organization of employees and their employer seeking a 
collective bargaining contract or master agreement Tvhich 
will cover all employees in the unit. 

Conciliation (see Mediation) - Efforts by a third party, 
usually selected by a labor board or commission, to:7ard the 
accommodation of opposing viewpoints in a labor dispute so 
as to effect a voluntary settlement. 
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Consent Election - Representation election held by a labor 
board after the employer and the employee organizations 
seeking to become the bargaining agent agree on terms under 
which the election is to be held. Under the rules of the 
Public Employees Relations Conunission/ consent of the 
commission chairman must be obtained for such an election, 
and on the appropriateness of the bargaining unit. 

Contract - Usual terminology is "master contract" which is 
the same as a "master agreement." 

Contract-Bar Rules - Policies followed in . determining when 
an existing agreement between the employer and a union will 
bar a representation election sought by a union attempting 
to unseat .an incumbent eniplvj-yee organization (union) . 

Cost Items - Includes wages, hours, and other terms and 
conditions of employment, the implementation of which re- 
quires funding. ' 

Cost-of-Living Adjustment - Periodic pay increases based on 
changes in the Cons\imer Price Index, usually, according to 
an escalator clause in a contract. 

Decertification - Withdrawal of bargaining agency from em- 
ployee organization (union) upon vote by employees in unit 
that they no longer wish to be represented by said organizatLcn. 
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Employee Election - Balloting by employees for the purpose 
of choosing a bargaining agent or unseating one previously 
recognized. 

Escalator Clause - Clause in collective bargaining contract 
requiring wage and salary adjustment at stated intervals in 
a ratio to changes in the cost of living. 

Exclusive Recognition - The recognition of a single employee 
organization as the only bargaining agent for all the em- 
ployees (members and non-members) in the bargaining unit. 

Fact Finding - An investigation by an individual, panel, or 
board of a dispute between an employee organization and 
managernent. The fact-finder renders a report describing 
the issues and usually recommends a settlement. These 
recommendations are not binding on either party. 

Free Rider - A person who is a part of the bargaining unit, 
is eligible for membership in the employee organization 
(union) , but does not join nor pay any representation fee. 

Fringe Benefits - Term used to encompass items such as 
vacations, holidays, insurance, medical benefits, pensions, 
and other similar benefits that are given to an employee 
under the master agreement in addition to direct wages. 

. Grievance - A claim by any member of the bargaining unit or 
. by the bargaining agent that there has been misinterpretation 
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or misapplication of the master agreement or any other rule, 
order, or policy of the public employer. Such a charge is 
adjustable through the grievance procedure which is set 
forth as an article of the master agreement. 

Impasse . - A point reached in the process of negotiation 
where both parties agree that they can go no further in the 
process of proposal and counter-proposal. Their best 
.offers (at that time) are on the table, neither of which is 
acceptable to the other party, bringing them to a point of 
impasse. In many negotiai.ions, this point is reached sev- 
eral times prior to the final settlement of the agreement. 

Injunction - A court order restraining individuals or groups 
from committing acts which the court determines will do 
irreparable harm or where the health aj:id welfare of the 
community may be" imperiled. 

Management-Rights Clause - Collective bargaining contract 
clause that expressly reserves to management certain rights 
and specifies that the exercise of those rights shall not 
be subject to the grievance procedure or arbitration. 

Mediation (or Conciliation) - Third party nonbinding, non- 
compulsory, intervention and assistance, usually by a 
public mediation agency, to facilitate a reconciliation of 
an impasse between employers , and employees, or otherwise 
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to initiate, continue, resume, or bring about collective 
bargaining negotiations between these parties. 

National Labor Relations Act (N,L.R,A,) - (Wagner Act) 
passed in 1935, which had the general effect of strength- 
ening the position of organized labor. The law guaranteed 
workers the right to organize and join unions, to bargain 
collectively and to act in concert in persuit of their 
objectives . 

^National L abor Relations Board (N.L.R.B.) - Created by the 
NLRA, the Board's primary duties are to hold . elections to 
determine union representation and to interpret and apply 
the law concerning unfair labor practices. 

Public Employees Relations Commission (PERC) - Labor board 
established by the Florida Legislature to regulate and 
guarantee the fair, efficient, and judicious enforcement 
of the Public Employees Relations Act, giving public em- 
ployees the rights of self-organization and collective 
bargaining. 

Ratification - A process whereby all of the members of the 
bargaining unit are called to a meeting to review and dis- 
cuss any and all provisions as negotiated for a master 
contract. Following the discussion, a vote will be taken 
on the question of whether to vote for or against the 
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contract. The voting by the membership constitutes the 
ratification of the contract. A contract can only be 
signed and become effective following the ratification by 
both parties. 

Recognition - An agreement by an employer to accept an 
employee organization as the bargaining agent without re- 
quiring a representation election. 

Reopener Clause - A provision .calling for reopening a cur- 
rent contract at a specified time for negotiations on 
stated subjects, such as a wage increase, pension, health 
and welfare benefits, etc. 

Representation El;:Sction - An election between or among rival 
employee organizations to determine which organization shall 
be the bargaining agent. 

Special Master - A disinterested, impartial person appointed 
by, the labor commission to inquire fully into all matters 
at issue in a collective bargaining dispute and make recom- 
mendations for settlement. The special master is designated 
when an impasse is not resolved in mediation. 

Unfair Labor Practice - An employer or employee organization 
practice forbidden by the Florida Public Employees Rela- 
tions Act. 
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Zipper Clause - Clause that seeks to close all employment 
terms for the duration of the labor contract by stating 
that the agreement is "complete in itself "_and "sets forth 
all terms and conditions" of the agteeir.ent. 
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February 12, 1975 



Dear Educator: 

Some small and medium- sized county educators (asso- 
ciations/organizations) in Florida find themselves in a 
dilemma with the passage of the Public Employees Collective 
Bargaining Law, 1974. The problem is not the passage of 
the law, but instead, "How can they succeed in implementing 
it?" Specifically, they do not presently possess the 
financial resources, know-how and/or expertise to effec- 
.tively bargain collectively with local school boards. 
There is little or no information describing a model to 
assist local educators in preparing themselves for the 
collective bargaining process. 

The purposes of this survey instrument are to 
gather data in order to determine the present status of 
collective bargaining by teachers in small and medium sized 
counties in Florida, to determine the need for a model 
collective bargaining procedure, and to gain input from 
existing agreements (master contracts) to be utilized in 
preparing a model collective bargaining procedure. • 
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Page Two 

Your cooperation is needed for the attainment of 
the objective. Therefore, it would be greatly appreciated 
if you would take time out of your busy schedule to respond 
to the enclosed questionnaire. 

Sincerely yours , 

Silas Pittman 
P.O. Box 604 
Lake City 
Florida 32055 



QUESTIONNAIRE CONCERNING 
THE PRESENT STATUS OF' COLLECTIVE BARGAINING BY TEACHERS 
IN SMALL AND MEDIUM SIZED COUNTIES IN FLORIDA 



The following questions are designed to determine 
the present status of collective bargaining in small and 
medium sized counties in Florida, Please circle the "yes" 
or "no" following each of the questions below as it 
reflects the present status of collective bargaining in 
your county. 



1. Does your association/organization have a pro- 
fessional negotiations agreement in effect be- 
tween the teachers and the school board of your 



county? , yes no 

2. If yes, does it include a grievance procedure 

that culminates in binding arbitration? yes no 

3. Does your association/organization have a 
collective bargaining agreement in effect 
between the teachers and the school board 

of your county? yes no 

4. If yes, does it include a grievance procedure 

that culminates in binding arbitration? yes no 

5. Does your association/organization have any 
form (written) of bargaining or negotiations 
agreement in effect between the teachers and 

the school board in your county? yes no 

6. If yes, does it include a grievance procedure 

that culminates in binding arbitration? yes no 



7. Does any teacher association/organization 
other than your association/organization have 
any form (written) of bargaining or nego- 
tiations agreement in effect between the 

teachers and the school board in your county? . yes no 

8. If yes, does it have a grievance procedure 

that culminates in binding arbitration? yes no 
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9. Has your association/organization registered 
as the bargaining agent with the Public 
Employees Relations Conmiission to represent 
all the teachers in your county in collective 



bargaining with the school board for this 
year (1975)? yes no 

10. If yes, has it been certified as the 
bargaining agent by the Public Employees 

Relations Commission? yes no 

11. Does your association/organization plan to 
become certified as the bargaining agent 
for the teachers in your county for this 

year (1975)? yes no 



12. Does your association/organization presently 
have members who have the know-how and/or 
expertise and are prepared to effectively 

bargain collectively with the school board? . . . yes no 

13. Does your association/organization plan to 
hire a professional negotiator to bargain 
with the school board in behalf of the 



teachers in your county? yes no 

14. Does your association/organization belong to, 
or is it affiliated with, a parent group 
(state or national) that will bargain with, 
the school board in behalf of the teachers in 

your county? yes no 

15. Does your association/organization plan to 

use (train) members from within its own ranks to 

bargain with the school board for the teachers 

in your county? yes no 

16. If yes, does it have access to a formal proce- 
dure with which to accomplish the same? yes no 



17. If yes, is this procedure available to other 

associations/organizations at a minimal cost? . yes no 



18. Would your association/organization be inter- 
ested in having access to a model collective 
bargaining procedure if it could be made 
available at a minimal cost (cost of 

reproduction? - yes no 
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19. If your association/organization presently 
has a professional negotiations/collective 
bargaining agreement (master contract) in 
effect would it be willing to share a copy 
and permit portions to be used in the 
development of a model collective 

bargaining procedure? yes no 
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^f^OFILKS DISTRICT GROUPINGS* 



CROUP 1 




CROUP^ 




CROUP 3 




GROUP k 




GROUP 5 




Dlatrlct 


Page 


District 




District 




District 


Pase 


Dlst r let • 


Page 


A 1 Achufl 


1 1 
1 J 




1 •% 
I / 


Coluob la 


35 


Baker 


15 


Calhcun 


25 


Brevard 


21 


rhflrlntte 


27 


Highlands 


67 


Bradford 


19 


Dixie 


41 


Hroward 


23 


riav 


31 


Lake 


81 


Citrus 


29 


Cadaden 


51 


Dade 


37 


Cnll ler 


33 


Marlon 


95 


De Soto 


39 


Gilchrist 


53 


Duval 


43 


*^.scanh la 


AS 


Martin 


. 97 


Flagler 


47 


Cladca 


55 


Mil IsborouKh 


6Q 


[ndlan Rivrr 


73 


Osceola 


109 


Franklin 


49 


Hsallton 


59 


l.eon 


as" 


l.ee 


83 


Pasco 


113 


Cuif 


57 


Hardee 


61 


Orantte 


107 


Mjinatee 


93 


St. Johns 


121 


Hendry 


63 


Holffles 


71 


f'alm RpAch 


111 


Monroe 


99 


St. Lucie 


123 


Hernando 


65 


Jefferson 


77 


Pinellas 


115 


Okaloosa 


103 


Santa Rosa 


125 


Jackson 


75 


Lafayette 


79 


Sarasota 


12; 


Folk 


117 






Nassau 


101 


Levy 


87 






Seminole 


129 






Okeechobee 


105 


Liberty 


89 






Volusia 


139 






Putnam 


119 


Madison 


91 














Suwannee 


133 


^rjcnter 


131 














Taylor 


135 


Union 


137 














Walton 


143 


Wakulla 
















Washington 


145 







•The five groups of sctiooi diriTSctn sh-- >n\ above were dcrj\,v<l O'^inj a weighted 
index bjKcd upun ^ conbiiitt ion oi fjvc diff^^rrm, vor ijblt-r: t^!>u lotion size, 
aver.ije family incom,-, iH>tcent uj-Kjn, nvdi^f '^ucacion, an'f number of white 
coJ Jar worAfTS. Those five v^rioblcs r.^ve hct*n shown to cJoix-J^ related 
to ffunv of the factors .ificctir;? education atiJ should yi<:id ^'roups th^t ari.- 
compcirablt' iilong several such c/imensions- ^»iscricts art' Ustot} alph^ictico'iy 
within each group. Data used in ffstablishing thesn groupings is based upon 
information in the 1970 Census. 
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^COifiCTIVE BARGAINDK} COUNTDCWN 

We'jcu reglstereU with F'SRCo 

2o.,Wc have najoriby otatuc (twoi- 5P^S 
^^signed authorizatloa cards )o 

-Jq We asked the School Board to tccc^^^Lze 
• M aa the basis cxf cumbers 1 and 2, 

io ' Wg could xiot agree on a method of 
verifirlng the caxdsc 

5c WE ARE QOINQ TO IW far reoogaiti^mc 

At the resohediaed School Board meeticgs, 
Thursday^ February 20„ your rresldeats, 
Jeane Noo/^th^ could not agree vith the 
Board on a method of "verifi^lcg the 
anthorization cards o ^3ccauso the School 
Board In^ilsted i^erifying yoir- signatures 
at an open wesfcin^ Khleh woiild ha^e in- 
cltded the Superifltendtmt and the presto 

JJ^au thoueh we have majority status 
sould hare been recognised^ yoar Presiceat 
felt thab the confldeatAa: ^^jy of your 
signed cards vould have isad to have boea 
ccapromidedo 

- JlP bargaliU^ cmnitt^e has authcrjzed 
JdWfe NesSmlth to siga a certtfioatiar. of 
nepreamtativB Status Form and to siafcoit 
your cards to rJERC-FDBLlC E34FLOYES 
HEIATIONS CCHMISSIONq 



iTlESIDENT*;:- STATEMENT 

Tldr^ been an unu^mlly difficult year. 
3ur mer«y^::r5rship has t5V^Aiwced diffaretiecs la 
3hllosophy5, but an Pt-ijsldesl, I have bew 
:oiiBnitted tv express the feeltriga oH the 
oajorltyp 

On several, occascioris I havt» baan befriir© 
:.he School Board and I felt ccniforlablo 
>ccaiise I was presenting the raeptbex^hlri? 
riewso Howevei^y at the rnhvmj'y 20th ' 
:chcol Pwrd Meetir^ X narj ttv^^:i3^ conn- 
lent* becaur:e I u^s ruprencmbltzg your *jf:l:;hcf: 
irid I kcew I had your rvll sui^jportr 

It -was a \{.\/m?AXrQ to nfmnk tti j-aL»r behalf ^ 
>auk- you for yr«r urKllvldc*:^ r''.)ppc»,''t.l 



CEA BID FOR RECOOarxTOM SMACiaSD 
Article trm Lak.e City ilepc».rter^ 



Febr?>ary 21^ 



The ColtMbia Kduc-atlon A«-:cciatira bid for 
recosniticsn as the bargaltiJjriR acent for the 
ccmty^s teachers hit ^n^x^z laiit night whea 
CEA^ President Jeane NesSmlth refused to per- 
mit Supoi interdent Prank Pbillips to see the 
signed cards iwM.ch she says will verify the 
fact that her organls^aticn lepresentc aver * 
$0 percent of the teachei-B. 

tlrso Ke^iSiaith afrked Bo5i\i Cbainaan Willie . • 
I&rtln to affpaiat eithtsr a cicwaittee of the ' 
school boaxxl members or a neutral tfclxxi 
pM^y in oTdcr to verify the cartlsp but 
balked vhen the beard deci.ded to meet as a 
groupp necessitatljig the presence of rhlUips 

The verfficatlcsD procedure is necessary 
for recogoltiCQ ur^ler the Collective Bar- v 
gaiDlug act which took effect the first of 
this yearo 

The CEA didj, however, submit a letter tA 
coz^tificatlcQ rrc»i the rubllc EiriploFyeea 
Relatlaas Ci>uncll (FBRC)j, another j?tep called 
for ut3der the new lawo ' 

Mrso NesSndth oaid she could not ngToe to * 
having the auperdntetident 30/s. the signed 
curds because of the power b<3 tes to tran6fer 
a^id deterwluo job pLicoaouts in the fschool 
systeitto 

She -sold that allovAnff .miUpc to take ' 
part Id the vcrlfioatlon procef^t >^otild place 
both pox-tie- in an SKky.^rd p;^r,ition ..ince 
the tv.i>eriutnjjdeat ^ght leter b© accu rnj" 
of aLtiK^it:^ the lact ibnt ',omo •school board 
©oEplc^jree wan signed Kith CEA tu influence hi 
dcf)i«ioiiKc 

Mrco Nei3Smi>th ^ajd -he rl'hed to Icii ure tho 
"V^ecurlty^ of the pe^^Hrj \^ have oigned the" 
cards and would nr?t oi^Toe to tabulating the ' 
signatwes Iti a!i qpe.m meobLnj;;o 

school b^>3td<, .m?clb»li5r-:i . yvaiii^ed a 
i^eaolTfticcps caUJjsj^ for a -p^cial rri^etitig \ 
Tuoeday :cilght in acder to poxr.ve tbs matter 
fc vheT t. 

E3.ectiou of deAc-atos tc F;» E , A . / Ift-dl^J 
Coirreaticn to be Y^ltl or.g , ^ 
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%.R.LDAY COLLECT I VF BARGAINING FVFM T 



What ? 
Who? 




Where? 

When? 
Why? 



Formal PoEoRoC„ H«aring 

Hearing Off i«®r St«.vo Ff<#lff®r from Dlvislcn of 
A<imiJ5l®traftlv» Heoririigs 

C.EoAp: Copky vr®iMi©m8 Keii BPijg Jaan NaisSailtii 

Columbia County School Board: Walla«« Jopllug, 
MTo Rhodes ^ '^i- 

C.AoPoEo: Lnoy Lan9 

Grand Jury Rooin„ Coliambla County Courthousa. 
Lak® City;, Florida. 

Prl^^ay, yiprll 11,. 1975,. 10:30 a,mo. 

?!®fl*^f °°AoPoE, lnter-7^^n»d In CoEoAo-^ft petition for 
certification wijh PoBoR^Co,. ioe„, an InLrvlnUon by 
unoxher party calls for an oloofclono . ^ 



•Purpose of Hearing: 
What 

Happened? 



1) To ©larlfy th© unit 

2) To «stabli£3h ®l3»etton px'on&dtxpea 



1) It wa® astabli«hsd that CoAoPoBo has offiffilallv 
lnt©rv@a®d but had not b*®n notlf lad by PoBoRoCo of 
•cne xonoal hearliv ■ ■ 



•'*«^«*f^'^*'®"'*'°J ^"^"^ ^1^"^" orru^^ tb3n d®clftr®d 
a oontlnuan«9 hmrlng to b© e®t In th^ licm«dla%® futur©c 

t^!f' agrjwmmt th« hearing tb-^n w«nt into 
^ons^nfc ftftljgi b»twffe*n r«pr3i/8<>ntativ«iB of C„E6A»„ 
CoAoPoSo end th® School Boardo " • 

ll-) Tha unit tragi «gr«©d upon. 

t 

5) Com3*?nt talt^ war* abruptly ©nd«d when Mr, JoplloK 
rsfu|»d to verify CoEoAo»j «uthorlzaticn oard« with 
Mto. Pf*,iff©r or to accept P.jEoRoCo.'a affidavit, of same^ 

fldvi4,rb^ r^? eonslusion of ths hearing, Mra, Lana and J<r„ Rhodi»a) w®ro 



CoBoAo was prepared for: 1) A formal hearing 

2) Constnt teJlks 

3) To b« reoognla^fld 
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.1. ^ JtJ^e:tLL.M7^Mi <^^ 

_^J. /u^^^ .>^VUa^^ ;^ 

_ . ..^ jiio/fcLj. M>£ecX:^. eu^'t'-'p^^^ 

^ '__ ^ J^t*:^. J"^^ )U4^^ 

: ■ ^M^^^/lf.iL^^_.4^ ^c^u/^ -^^'s^ir 

_._ ^ttA^ur9( . i^,A^ /*-^.f¥e***^W.^ .^^ 

.•5,-5t^i'>^'<'<^'<^«^^ 7^A-/»<1&, 

V:. -.: - c--^4^e^^~- 
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yaut bargaining team 








A. H 



^^^\;EUS s/lCTORlp, EL^Lis guiNTILLA LYNCII STT.AS 



I-ITTMAN JOYCL' TUMSlL 



cl 



a t 

Of 



on^"' .<nov55 better than you, the 
^jjgfoom to^-^^;her, what needs 

dor^^- ^'^ Pro^'^^"^ *^np best educ- 
ion V^'^^^hie for th. 



to 

le children 



Yo, 



^j.e the classroom expert? the 
person Outside the home who 
^lo^-^^^ to the child. Your 



On 
is 
vo 



heard if quality 



to 



be 



^ reality 



'often ^j^^ past ypur- vdews 

^^ci opinions ,^^ere ignored. But 
"ov p-iorida guarantees you the 

^^9ht ::ea^^^ throuqh collec- 



Q fcja :-yciij^ . ^ r^jo longer must 



ti, 

y^\x ^e^^^^ 5^iJ.ent whiip others 
^^'-k^ all 



Protect your riuht to bo involved; 
vote to put classrc^om teachers' 
like yourself at; t.. hy? i^aryaining 
table. Vote for the;- 'Columbia 
Education Association. 



The CEA's ba rua i i; j ny team consists 
of classroom teachers trained by 
the Florida i : d u • ci t i o n Association/ 
United in thi' n . ■ (40 t i a t i ng' s k i 1 I s 
necessary to represent you. Support 
the CEA and yourself and the ^'hildrer 
of Columbia County. 



THE COLUMBIA EDUCATION ASSOCIATION 
WE'RE ON THE RIGHT SIDE FOR TEACHERS 



decisions 



□ 
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Where 
To Vote 

Teachers will vote at the 
school whore Lht^y are employed. 
Non-school-based personnel will 
vote at Mel rose . 

Columbia High School 
Lako City Junior High 
Kic'hardson School 
Minnie J . N i b 1 a c k 
Melrose 
• . Summers 
p: a s t s i d e 
Fi vo Po in t s 
Fort Whi te 
Kindergarten Center 



ALL POLLING PLACr-:S WU.L FU: 
^p^OM 3 : 1 0 p . m . , to 5 : 1 0 p . in . 

THK COLUMBIA KDUCATION ASSOCIATION 
WE'RE ON THE .RIGHT OIDE FOR TFACHERS 



□ □ 




CoHective 
8argdif/iing 




Thanks to the Columbia 
Education Association, 
a collective bargaining 
represent at ion eleccion 
is scheduled for May 21 
(see details inside). 
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Who 

Can Vote 

--Class room Teachers 
— Librari ans 
— Co un se lo rs 
--Speech Therapists 
--Occupational Specialists 
--School Psycho.logists 
--Visiting Teachers 
--Any other certified personnel 
not listed under "EXCLUDED" 



•Identification 



Voters must present one of 
the following at the polls: 

— A driver's license with photo 
--A voter's re gi s br a t ion card 
--A Social Security card 



Who Cannot 

Vote (EXCLUDED) 

--Superintendent 

--Admin, of Special Education 

--Dir. of Finance 

--Coord, of Bookkeeping & Budget 
— Coord, of Career Education 
--Coord, of Transportation, 

Maintenance & Grounds 
--Dir. of Elementary Education 
--Dir. of Adult Ed-.'cation & 

Communi ty Schools 
--Dir. of School Business Mgmt. 
--Dir. of Secondary Instruction 
--Personnel Specialists 
--Project Administrator 
--General Supervisor in jharge 

of Curriculum 
- -Se cur i ty O f f i ce r 
--Supe rv . of Phy s Ed 
--Superv. of Purchasing & 

Wa rehous i n g 
--Supervisor of Reading 
--Superv. of Elem.. Education 
--Suparv. of School Food Serv. 
--Supe rv. of Vocational Ed 
--Dir. of Vocational Ed 
--Principals 

--Assist. Principals who are 

"o t regular classroom teachers 

--Supervisor or Director of 
Tutorial Prog rams 
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Collective l):iig:nning 

i> n<-(j('h,ili()ii loi Ihc scttlcniCMit of n (.olloclivo <igioo- 
iiumK Ih>Iwolmi ,111 employer jnd cinf)l()yoo. 

Under Floridii law 

lilt? liMchcr hill gaining ngciit and (lie supoi intcndent 
jic UMiuirod to "IhiKj.iin collectively in the dotei mindlion of 
w.jgo-. houis ,iri(l toims iiiid conditions of einp'^yment of 
the puhlii ciiiployoes within the haigjining unit/* 

A collective agreement 

IS cin ngteotnent between the employer and the employee 
lOiUlied tliroiigli collective bargaining, establishing wages, 
houis. teaching/working conditions. 



Any collective agreement 

. . between o tone her bji'V.nmg agent and a school board 
nuist. undei Flotidn law. **contiiirj all of the terms and 
conditions of employment of thf employees in the bargain- 
ing unit during the term of the cr: nfract/* 

The \3W also requires 

. . . that "any collective agreerrn nt reoched by the negotia- 
tors shall be reduced to writing end sach agreement shall be 
signed by the (superintendent) and the bargaining agent 
(teachers)." 

Therefore/it is vay iniportani 

. . . that teachers exercise great CcT'^ in ;elec;mg the organi- 
zation which will represent them ,3t th'i bargaining table. 
Compare the quality of leadership, the program, and ex- 
perience. 



THE COLUMBIA EDUCATION ASSOCIATION 
WE'RE ON THE RIGHT SIDE FOR TEACHERS 



□ □ 
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CEA Wins Out over CAPE^ 
In Colmnhia Teacher Vole 



llic Tiinos-Vnion Bureau 
LAK?: CITY — Tlie Col- 
• iinihia Kducntion Asf^ocia 
tion (u?:A) cn5ily won (he 
right Wednesday lo repre- 
sent county te. -idlers by 
carrying 268 out of the 316 
votes cast. 

County Elections. Supervi- 
sor Mnry Jim Crews report- 
ed tliat CEA won over the 
Coh;mr:tia A^i^rjL-intioii of 
Pf of< ? «;ional Educators 



(CAii 

\\t : : I 



i which garnered 75 
,}^^ Mn'cc teachers 
no representa- 
4'^' ^jid oC8 teachers 
r:>ble to vote. 



Ba Mr;? 5 were cast for two 
hours following the regular 
school howl's' at each of the 
county's schools. 

The election climaxed a 
lengthy battle for recogni- 
tion during which CKA Pres- 
ident Jeane Nesniilh ap- 
peared before the school 
board claiming that her or- 
ganization represented a 
majority of the teachers- 
However, she consistently 
' refused to expose the names 
of those she'said were in her 
ranks to the full board and 
Supt. Frank Phillips.. 

She indicated that to do so 
might lead to retribution by 
the superintendent. She 
agreed to let Board Alty, 
Wallace Jopling verify the 



accuracy of the list, but he 
declined on the grounds that 
an attorney must not keep 
secrets from his client. 

Meanwhile, as CEA pro- 
ceeded with moves to bring 
about a county teachers' 
election under the auspices 
of (he Public Employes Re- 
lations CouncJl, CAPE inter- 



vened. *. 

Tlirougliout the period," 
school board nieuiWs have 
gone on record declaring 
that they're willing to abide 
by the collective bargaining, 
statutes and recognize any* 
oi-ganizaticn that will prove, 
it represents the majority oC^ 
the teachers. r:.)' 



reachers vole today 



in consent elocTion^^ 

■ Today is the day when county teachers decide whether or 
not they will have a bargaining agent and if so, who that » 
agent will be. 

' Members of the Columbia Education Association and the , 

Columbia Association of Professional Educators (CEA and 
' CAPE) have been campaigning for support in the schools for 

the past several weekds in preparation for the consent ^ 
election to be held this afternoon in each of the county's 10 
schools. . . • - , ^ 

The teacher will be asked to mark paper ballots conlaimng • 
three alternatives: representation by CEA. representation 
by CAPE or no representation at all. 

Voting will be done in each of the schools' cafeterias and ' 
the ballots will be counted later at a central location. 

The election will be held between 3: 10 and 5:10 p.m. today. ■ • 
The winning teachers' group, if that group garners more . 
than 50 per cent the vots, will represent county teachers in ■ 
cottract negotiations with the school board under Uie . .. 
provisions of the Public Employee Bargaining Act enacted 
for the first time Uiis vear. Ph,hli> 

B6th the CEA and CAPE have been certified by the Public . 
Emplovees Relations CouncU (PERO but neither has been , 
able to meet slate requirements that a bargaining agent 
prove support from more than 50 per cent of the appropriate . 

'^KS.mir^o nave that majority- some months ago but 
could hot reach an agreement witJi the school board con- 
cerning the mechanics of verification. 

CAPE subsequently filed a motion as an intervener in the 
election, making the consent election necessary. 
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probably center , ^^Ps, and u-iif 

ground JorSXCr 

sS.' wSlg^^f'^g talks 

Lynch: Sevens. and^l^Sl 

-■''^nnVs'^rl^^^on has secored th 
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■■ Teachers 

I * * * " ' • 

: iiearing 
agreement ' 

RoprcsentaUves of the county's teach- 
ers u-iU meet with school board 
negotiators again today, Tuesday ajid 
AVednesday in an attempt to reach a 
final contract agreement. 
The two sides have scheduled 
hargammg SKtz;^\^viS from 4-8 p.m. today 
and 10 a.m. to 8 p.m. Tuesday, and 
Columbia Education Association nego- 
tiator Vickie EHis says the two sides are 
ncanng an agreement. 
.^The major item left to negotiate, 
however, is sa!^>ries. 
Suporinlcndent of Schix)ls Frank 
PhiJhps says, ho;vever, "Tliere csn't be 
much debate because we haven't got tJiat 
much money.'' PluUips says he b3Ueve3 
discussions concerning "fringe bc-ncfits" 
wiU be more likely to delay the ta^ than 
salary negotiaions. 

The teachers iare asking that their base 
pay be increased from $8,000, to $8,600 
per year, board negotiators say they 
will ask the teachers to accept the same 
pay as last year.- • 
A state mediator appointed by the 
I^bhc Employees Relations Commission 
(PERC) two weeks ago has not been 
called mto the talks since, and Phillips 
says * 'There has been quite a bit of 
movement" toward a final agreement. 
The two sides last Vi cck hammered out a 
majority of the items denling v.ith 
grievance procedures, Ellis said, but 
have not yet reached any settlement on 
teacher leaves, another issue which has 
prompted some debate at the bargaining 
tabke in recent weeks.. • 

Tri^J^^!,^^^'^*^'^*^"^ ^ing held at tf^^ 
EMR Centr at Columbia High School and 
are open to the public. 
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COLUMBIA COUNTY 
SCHOOL BOARD 

and 

COLUMBIA COUNTY 
KDUCATIOK ASSOCIATION 
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PINDINGn OP FACT and 



: RaWiOil t'«""'''--'*^'iEC0I1Hp:NDATI0NS FOR SETTLEMENT 
I Cnoe No. flH-Sm~75-6'j 



For the Board: 



A PPF.A RANGES 



Jeffrey W. Bnsham, Chief Spokcnman 
Eric F. Rhodes, Board Representative 



For the Union: 

Victorln D. Ellis, Chief 

Spokeaman ^ 

^Sllas Plttman^' 



Pursuont to the prcvlalons of Florida Statute, Chanlcr ^^4?, 
art 11, entitled Public employees Relations Act, hercinnffcer 
referred to afe the "Act", the Board imd the Union, havlnr reached 
an impasse on n number of terns anil conditions of a collective 
barealninp: nnreeircr.t, the Public Employees Relations Commlaslon, . 
(Connirssion) nnpointod the undersigned as .';.pcclol ?^asfccr to conduct 
•hearin'TG in order to define the areas of dispute, to determine 
facts relating thereto and make findings of fact and rccen.r:ienda- 
tions for scttlcpcnt, 

:^ Upon due notice to both parties, a hearin*^ wns held on 

September 16, I975 in the Council Chambers of the City Hall. 
Lake City, Florida. 

Both parties appeared at the hearinfj and wore afforded 
full ooportunity to be heard, to examine and crosn-examino all 
witnesses and to introduce evidence bearing upon the issues. 

At the close Of the hearinc: the parties requested and 
vcrc afforded an opportunity to subml^t brief 0. Br lefa have 
been submitted and duly considered.. 

SALARY DniANPn 

^ho Union oroposcs a 9.75 per cent incrcsse in the annual 
salary pnid to each employee in the barcaininfj unit. • Also pro- 
poned is a somewhat lnrr:er perccnta/re salary increase for those 
performin/^ services in the enumerated "extra pay for extra work" 
clasnif ications. These extra functions are performed by rcp-ular 
emnloyecs and rrqulrc specialized skills, tralnin^r and experience. 
I view them as sr separate part-time uegular posltlonfand will 
treat them as such in the discussion and disposition of the 
salary domando herein. 
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rc.locta tho sninry dfiimnda in toto on the bnsis that 
the financinl comUtion of the district! is nuch that fumin nra not 
nvoiiablo to oay nn incrcnnc In nnlnricn. In cupoort of thic ponltion. 
tho f onnj shown without challcnfr:c, thnt it is conf rontcd-with shorolv 
i?«r!:2r'*^?i.''''''''"'^^J"^'^^ ^'■'^ non-snlory itcnia of fuel, nnturnl nao. 
electricity, new bunos, ndditionnl clonaroom space, contribution to 
rotlrcmcnt plnn and inournnco promlumG. The record further chows 
sizonblc amount thnt nust be budRoted for salnrloa of new teachers 
hired earlier this year. 

'^onn onJ^/'' '^^^Ji*^"^-?^ record thot the Hoard hn6 access to some - 

•90:3,000 in ndditionnl revenues from nil sources, this yenr over last 

inn'''o„T "''J'^^^" f^^""^"^'^^^ ^^^^ ^o^'-^l coot of the Unlon»a salary 
proposals would cost approximate y t'44o,000. «'-'i"*jr 

f«rfnr./^iMf?13''5^^^^^ ^° P""'^" "public interest" ore important 

factors entitled to f^rcnt wcicht in eonsiderlnc salary incrcosco thev 

in the light of the Board's access to additional funds. 

4-v, ° matter of common knowledf^e and I take official notice 

that the consumer's price index has risen some 27% in the Innt three 
Sttv^V , . undisputed thot the unit emoloyecs* incomes have lorrcd 
8ala?y increase! ^^^^ ^^"^ employees are' entitled to recede S 

of fv,*» f*^^'' ^"^P^se should be the result of 0 balancinfr 

the equities bctwco n the parties. The factors of ability to nay 
and the public interest must be weighed acainst the equitrblc needa of 

exnen^'^i°''%"- fJ'^^ ''^r'^;^ sharply increased projected non-saJSJy 
expenses, plus the cost .of additional teachers and its limited tax 

Thi ""^'"J eonsidered in mitigation of tho Union's dcmsnd. 

The Union's demand, in the light of the severe impact of recent 
imiationory pressures would be considered as bcino: fair and rcason- 

?n^fh2nr?;^??^ 'n"^ ^'^^ sufa-icicntly financially affluen? 

to absorb it. But that is not the eano-hore and tho principle of 
he who seeks equity must do equity" is applicable. 

rrr,o«4- oc^"'' ^^l c i r cuffls tanccs , I recommend that the Board 
^Z^^ P*=L°<^"t annual salary increase to each employee in the 

®I.!.®°rr° eommencement of the current contract year and (2) 
4- ^^"^^ ^^'"°' some annual salary increase be 

positions ^ employee employed in the "extra pay for extra duty" 

ARTICLK 1. AnSOCIATIOW AND TEACHKR RIGHTS 

"Thn r,r.Jl?n?^^^'^^'^°^° ^'^^^ oontcnce as proponed by the Union: 

The private and personal life of any teacher lb not within the annro- 
prlatc concern or attention of the Board". Hojecting this prooSsal^ 
iSfvn?n'^ countorproposcs the following substitution thorcfS?S? "The 
finnl^^ """"^ personal life of a teacher is not within the concern of the 
irte?;s?rS?%S: J^hSoJ fyilll^l''' ^^^^^.^^'^ effectiveness and^hfbe^S? 
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^xtcnnivc tontlnony v.vno tnken on t;>il<%,o^!s^l\^, "^{Jq ^^ao^ f'^f^^o 
conco that n tcnchcr'o nrlvatc l^fc ^ tc^ % nC^^Hitx'^Wi.l^'^ ^ 



) Hoard Control, thot they hnvo the sole Hfih^,^\^\ ^tc^'fj-u.^ K^J 
spend off-chity time, nnd that the Poara tflioi^iacJ^ t ^^^no i ^.o ^^T' 
aa the teacher* a off cctlvcncas, ability to * ^ ^^jcJ ^ ^^^r^^^^ 
of the school cyntcia arc unimpaired. 



AgRcrtlnr: thnt the ef f cctivonons ^ noh^tjC^^^AntJ^hC '^^J'^^noin 
Ic the mont inr>ortnnt norfc of cducntlon, th*^ llvKl ^^t^ v> tli^^4n?4.'^UrJ^ 
hnve the Intltudc to quoetlon their por^c'^c^X Qf^^, i-i ^^^^^^ i « IfcS 
conccr n to ent..nbllnhln^ the truth or Ci^iaX^i gi ^^'^^i'f\ ^St ^•'^ 
crinolc tho errcctlvni,',- • : nf n tcnchor U ctli'^^iri^''^ in J^l V^'^n?^^>* 
ticulnrly rvmnr:^ of tv ^chcr-ntudent nexitd ^^-ou^^y. vfOUi^r ^^Sor 
the rumor v/crc found fnlno, the teacher* s r hHlC*^ ,/5UTi V . « ^^Ord 
by tho Donrd. If th<? ohav(r,ca proved true* "^^fi ^ ir!^^^ ^^q^ 

-clpllnary notion ncainnt the teacher. 

It in quite concolvnblc, that In f)Orni7/?"^!;%,,.,rit-';JJo^3 . ""^o^ 
onnnrlly reatricted to thone specified W n'r^5^'^Sd) llf^^^Vf'^ ^^<^v0 
JuGtlflnblo enuGo to concern itself with *^i^„l,V !^-^rJ^'-^^ci*v!: r,f ^ ..v-'^^^i cf* 
nnd deal vvlth the matter In n manner th^t >><ndi,W ^o^'^ lv,o ^^^^U^ 
Intofoat. On the other hand, there may to 4^^? fi* L ^S^l ^^^"^^^.^ 
aotcrlntlco, -which though offcnnlvc to () ^^^nr^^'^^v-int 
justify, the concern of the Donrd becnuoci th'^>{ 3hJ,Vtl.^^Srbv^ ^i'S,^'^^ 
volved tcncher in the clnssroon is not ^irtil^^ulS^ tl^^^fy , I ^\ 
thnt there ore nome tyoca of conduct wh^-clQ v'ti J;* ^u^^i trv^^t-fUf^^?^ 
the Hoard into the pcrconal life of a to£)Chi?J,y J, ^fcif^frtn .'^C:^!)^^^ <^hl 
publlo intcreot. The provlnion as propo fjcd, tiri* Iji^v^jo oi"Qt\J- 
since it v/ould foroclooo lofjitiraate inqmry/ 

rjincc.the Board has made o countcsj'priJ^'^l^l ifi ^llna^^^ril'^^Sn ^ 
recomniend thot the parties undertake fu^tllo^• ^Vlflt* t:J'"flot''*Q 
thia losue. ^1 ^ " 

CHIKVANCE PH nfil^-Pj^^^^^ 

The portlcfi have of:reed upon a ' GX*iW^«tcVo^'^'\^cv^^txr^i'^''i J^t- 
in final nnd binding arbitrntion as its It^i^^/oP. l^^^rnT fH«^^ ^^^''^v 
nnree on (1) tho Union's proposed definatlc??!/;, KhC ^ft vV^icVjnf 
nnd (2) with the oroponal thnt t he Union ^^^i nrh^ f^^l rO^^l^^"^ 
and submit to arbitration any grievance fi.lc^ '^'^^-^t^r ^''Qv '^^ 
the griovant". 

I will f irat donl with the Union's Pi'^Sn'^H ^^^^oy^ h "fl!^ 
term '/^rlcvant* shall rncnn an employee Of Gf^ ^^ c^P \'o^ *^ 
Asisocintion filing a fcricvancc" • 

The Board objecto to pennlttinf: tho ^^j,^^, i^ico?^ o f^^i^-^''*\y,ce 
on the frround thnt it is quite rare to a Kii'^ A^tb^ v^rB^^n^"^ 

Inr, nncnt to Inltlnto /grievances. Mso huot 0 whrf p^l^^^^i 

the rlRhts of nil of its employecB, apooUUf^ ■ ^vc?0<' ^ flO^ 
support the Union and do not fool aggrieyc*** 'K 

A discuasion of the polloioa and o^J^S^ij^^ o^J'^^ t'^'^oni^s 
pertinent in resolving tho igsuo* Sec. M?*^-^ N^JJ/*''''* 
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nhall hnvo the rip:ht : to barf^nln collectively through 

^ representatives of thoir ovm chooainr;" . 

Heo. ii'jy.OOl' provides " Thcr^c policloo nrn bont 

cffectuntod byi (l) Grontlng to public cmployocs the right of 
reprcgcntntioT^" . 

r.oc. kh^^QO?. provldca In subd. (11 ) "Bnrf;^nlning Accnt" means 
the employee orennirntion which hns been certified qo rcprcnentinc tho 
omployecs in the bnrcnitiin/?: ^nit 

Sec, 'J'47.002, Gixbd. (I'f) nrovidcrj "Collcotivo bor/rninlnK mcnno 
the pcrfornr.:nco of the mutual obiif^ntlonB of the public employer and 
tho bnr,'^.i ,inij.lil_agrnt of the employee or/^onicntion to nc^t «t rcnconablo 
times, to nccotinte in good faith and to execute a written contrnct", 

.'3cc. ^^17,006 oubd. (2) orovidea that "public employees shall 

have the right to to bo vr^^lJr<:nc^,r;J_^^ in^thc d ct; or itlI n -^t T on .of 

Kricvnncen Public employeeri*' nhnil hnvo the rif^ht to refrain 

from cxercininc the ri/rht to be roprcsonted" . 

It l3 elementary that the {grievance procedure in minply nn 
extension of the collective brirn;aininf;: process. Tho'-a/^rcenont ig ncf^o- 
tiated by tho bar^aininf; ai^ont in behalf of the unit cmnloyecn and' 
then is adRinlntered by the barf:ainin,i apcnt in behalf of r.uch cmployeeo 
Part and parcel of r.uch contraet administration by the bnrnaininr; p^Z^.nt 
in the interpretation and anplieation of the collective .^prcemcnt which 
frequently bfteomer? 0 nubjcct for invoking: the crievanee procedurcrj. 
This may involve the ri/j^hts of a sinr^lc cmnloyeo, a rjrouo of cmoloyces 
or the entire unit. The entire concept of the collective boi'rainin/;^ 
process rmcrally rule? out direct dr.':ainn-7 betvtoc n an emplnynr rond 
his individual employeea. V.'itH few exceptions (vihich will be discussed 
in connection with Union's proposed ''ection N) the Act mandates the 
public employer to deal with the "Collective barfjaininp: rcprenentativo'' 
or the "barp;aininp: Agent". In this very proceeding, the parties arc 
the bargalninp; a^ent and the publie employer. In the case of an impasse 
auch as here the b^rga in inf^ agent niay ■ appoint— a mediator 

Since the Act clothes the Collective barcninin^: agent- with the 
duty, responsibility and authority to initiate and conduct statutory 
procedures designed to procure and preserve terms and conditions of 
employment, I find that the right of a Union to file a grievance in ' 
behalf of a single employee, a group of employees, the entire unit 
or on its own behalf would be in harmony with the letter and ooirit 
of tho Act. ^ 

As to the Union's proposal Seo. N, demanding the riglit to process 
a grievance to arbitration despite Its withdrawal by tho grievant, I 
find that such proposal violates the Act-. Sec. 4^7.006 (2) provides 
that public employees shall have the right tp rofrajq from exercis- 
ing the right to' be represented in. the determination of grievances. 
This la a mandatory employee freedom which cannot be bargained away. 

Accordin/5ly, I recommend (l) that the Board accept the Union's 
proposal that tho term "grievant" shall be defined as includlr^s "tho 



Annoclntlon flUnp; « rjricvnnce" , a nd (2) that the Bonrd deny tlio 
to ffiJrJl'f '^'^"^ Anjocintlon on itn ovm. moy conbinuo nnd nub u 
to Arbitration any rriovnnce filed nnd Inter dropped by o rrlevnnt". 



Tl'.IIUnF. AND DUE :>Koci-3r. mnuTA 



Article 
.lectg pro 
on f:r 
bccau 



Thff Donrd rejects Union proposals A, 13, C, D, E. F ond 0 imdrr 
J 16 rolatin/r to "tenure" of ' non-tcnire* teiohcrr/nnd nlno rr- 
... ...ronoanln A, n, C and D under the hcndlnn "Due Proot-iG lij-hLn" 

pound, that the r.ubjoet nntter provided thSrcln la no ilnc^oti'blc 

(6) vortrii"?J;iT^ t^.^reo with the Bonrd»s pocltlon. -Section 4/17.004 
\oi vcntn In the Comlnnlon the authority to "1 nvc^hi r'lfcp rh-^r^^r.^ !.r 
^"mlbric^LJ? prnctlce.". i^cetlon 4i;7?ol6' l) (dn^rohJblt^ 

"rSf iw cncaclnc: In the unfair Inbor practice of 

roocl ?o??h^ fhi^^°'irj^J-y.°-^ to br^rfiSm coUecLlvoly In 

nooa iQith — with the certified bar/^alnlnrr nr:ent for the nubile 

S^^r' bnrcolninp; unit". The qucotlon of whcth-? n nirMculnr 

aublcct motter lo nccntinblo hno been trnditioncHly rosoivcd bv bhr 
th^ un?i1^^^n^ ^"^•"'^i;?^" Bonrd ond ctate labor rclationf WdX^d^ 

ovS^svy/^ 

nronoiSi-r n^r; CommlGolon flndo that the UnloS'o 

br?Sfl?n fr''?^ ncfrotinble, Its order would direct the BoM to 

bargain with the Union on the subject matter thorcdf . 

iiiil^^i-dSlljSl or the Tenure nnd Due Process demnndn It i^i ^h^^^^^v,/^ 
^^^iVnn^^ jurisdiction of the Commission tij dcte?m?nc; aid tSat ?he 
special master haa no authority to make flndln,:ra SltS 'respect thSeto. 



PAID HOLIDAYS 



v,«i4^«*^'^? Union's proposal that teachers shall receive six- nnVrV 

without oontraaJ^Mo^^hof Votta'.°\f testified 
to cither prepare the. aohool for atudenta to be enrolled o? sot the 



proRrnm nnd Implement the educnblonnl proccna for the follo\/ln/^ ycni% 
I or to clorsG out the nchool ycnr nc ncodccl nn far on rncorafj, nroO.o-., 
" cliecklnf; In booUo nnd tlio mnny oUhnr duties nnd rcoponnibllltica tlint 

It tnkon to operate noccondnry achool. 

I nn pcrnundnd by Mr. ICllin* tootimony to conclude that a lorj;.^ 
of olx tcnchcr workin,'^ dnyn v;ould Indeed irnpnir the educnblonnl proccjin 
of .the Tschool nyntom in Colunbln County in view of the many ond dlvorso 
non- Instructional functiono that must be performed before nnd after 
the onenin/*: nnd cloninr: of clnnnon. The fncbn thnt the holiclnyo nre 
lef;oliy prnnlbtc.d nnd there would be no additional cxoonco to the Bonrd 
is found to be cubordinato to the work nccda of the ochool system qg 
reflected by tha Kills tcstihiony# 

Accordinf:ly^ I recommend thnt the Board deny the proposal for 
six paid holidays. ^ 

The Union proponen nn imorovcd health nnd life inGurnnce plnn. 
The Boord anscrto that it con nfford no incroosed cxponditurer? on thia 
item. The Union hnn offered no nffirmntivc evidence in nupport of itn 
t)oaition. Pare pronosols without more cannot be connirtercd eviOontiary 
in and of themneiveG. Kvidence in the record, oral nnd documentary 
Is the fuel that pov;ers the fact flndinf; proccdureo of the Special 

I T'antrsr Droconn. Without affirmative record proof, there is no basis 
1. for doterminlnr vjhother proposals are fair, reaaonnble or equitable* 
'^bo Act inntructn the ?"^T)ecinl ^^^r,tcr to p:ive rifoipht to oortnin 
enurneratcd factors, but he is not limited therroby and may rnooive 
evl^lcnee of other factors that are relevant to and supportive of 
the onrtlcs* positions on a disputed issue. Tho'Spocial Master cannot 
dro.-^rfc from the record to fill a void in the evidorioe. The record 
ftlcnr: In what he nust consider in the making of fiiidinpjs. 

On the insurance issue, the Board offers to continue its 
present policies nnd practices. By reason of absence of sur)portivo 
evidence, I find thnt the Union's Insurance proposals are without 
merit. 

Accordinprly, I recomncnd that (1) the Union's insurance pro- 
posals be denied and (2) that the parties incorporate the current 
insurance/ practices into their contract ♦ 

T rnMiriAT. pay bknkfits 

One of the issues is wheth?^r tormlnnl pay should be computed 
by multiplying^ the separatee's daily rate of pay by one-half of the 
total number of his accrued sick leave days up to a m^nximum of 
sixty days whichever is less. This is the Union's proposal and 
the Board count eroffors...pn the basin of one-fourth of l20 days 
^ accrued sick leave or a roaxlmura of 30 days. 

•Ordinarily, I would be persuaded to find in favor of the 
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Urlon*'? nro^onnl for U .nnornrs only fnir nnO rnulUnblo t]v)\: tUo 
nrrrvnrntT^c or hln cntoto nhoulcl bo lii the -pct^ltlon of rccnpburl.i),'^ M\o 
vnl>an of iru^^Ti of tho rnrnorl nnd occruccT. sick leave flnyrj nn nonnlblo. 
In view of tine ciTcumr;tnncon thnb I hnvo rooommomlr'.T n nnlnry In- 
crenno, T find that any nddltion to thin expense viould l-^c Inequitable 
flnrt contrnry to the public intercnt* 

Accorrlin/^ly, I rocommonS thnt the Union noccpt the Bonrd^s 
countex^ropoonl ns outlined nbove. 

The noconl In'^ue irlitT^Jn nnnonra to be rnisod by the Hoerd for 
the very flrnt tine in ^oint ^^iftoon of itn brief. The Honrd v;ouln 
reject the Union propoernl bcininp oliRiblllty for terminal^ pay on not 
leno than three years of service. 

I have oxnmined my no tea, the trnnncript of the record end the 
exhlbitn received In evidence, but fall to find thnt the Bonrd ob- 
jected to the propof^nl durln/r the hrnrinp;. I cinnot conni'ilrr the 
meritG of the Honrd't? nrrjumonto becoune the Union hnn hnd no 
nnportunlty to rebut the Ho-'^rd at the hrnrincr. Not v;lnhinf: to fore - 
clone the Honrd from further exploring this issue, T will withhold mnk- 
Inp: on offirmatlvo finding; of fnct. 

However, I do recommend that the partieo undertake further ncgo- 
tlatlono to settle the issue. 



JOB ABOTJTTON 

'-Ince the Union c'id not object at the henrinp: to the Board 
propofinl to nbollnh T>nnkn 1 and lA, and takinp; the one employee who 
is Tinnk 1 and "grand fa thering** him, I recommend that the parties adopt 
this proposal. 



DATED® September 26, 1975 
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BY ED HARDEE 
Managing Editor 
A Special Master called into Columbia 
. County's stalled teacher contract 
negotiations has recommended that 
county teachers receive a 5.25 percent 
salary increase this year, the Reporter 

. has. learned.-^ „ 

During .the contract talks, which have 
: been underlay since July, school board 
representatives have offered no salary 
increases while the Columbia Education 
Association has sought a 9J5 percent 
teacher pay hike. 

In a seven-page report filed this week 
with the Public Employees Relation 
Commission in Tallahassee, Special 
Master David Werther of Miami 
recommended a 5,25 percent salary 
increase "effective (with) the cotn- 
menccmcnt of the current contract 
. year/' which apparently would be 
retroactive to the start of this year's 
. school term. 

The school board is under no obligation 
^ accept the Special Master's recom- 
mendations. However, another 
^Kgoliations session apparently will be 
^scheduled within two weeks in an at- 
::^tempt to reach a contract settlement. 
:,:Werther's report cited school board 
arguments that the board "is confronted 



with sharply increasrd expenditures for 
the non-s;ilary items of fuel, natural gas, 
electricity, new buses, additional 
classroom space" and other expenses. 

But Werther also said it is "un- 
disputed" that the school board has 
access to $908,000 in additional revenue 
this year over last year. 
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"It is a matter of common knowledge 
and I take official notice that the con« 
suiner's price index has risen some 27 
percent in the last three years," Werther 
wrote. "It is undisputed that the 
(teachers') incomes have lagged far 
behind. 

- (Continued on Page 2) 
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upper 70s and tows 



Salary hike 



**I find that the employees kre entitled 
to receive a pay increase/* he stated, 
adding that the school board's expenses 
aiid ability to pay should be weighed 
against its employees* needs. 

Werther's report also dealt with 
several other contested items in the 
current contract talks. 

The Special Master recommended 
further negotiations on the question of 
teacher rights, noting that ''extensive 
testimony*' has been taken on the issue. 

**Thc (CHA) argues that a tc;tchcr*s 
private life should not be subject to board 
control,** Werthcr stated, while "the 
board insists that it must have the 
latitude to question (teachers*) personal 
lives.*' 

He said the school board would "limit 
its concern to establishing the truth or 
falsity of rumors that would cripple the 
effectiveness of a teacher in the 
cla.ssroom and more particularly rumors 
of teacher-student sexual activity." 

Werthcr stated that "there are some 
t>'pes of conduct which would justify 
i/itrusion by the board into the personal 
life of a teacher in order to protect the 
public interest/' and reconirricnded 
further negotiations on the matter. 

In the area of grievance procedures, 
Wetther defended the CEA's right to file 
a grievance in behalf of one or more 
employees, or in its own behalf. 

But he said the school board should 
deny a proposal that the CEA could 
submit to arbitration any grievance that 
has been dropped by the person filing it. 

Also recommended for denial was a 
CEA request for six paid teacher 
holidays. 

Although the holidays are legally 



pcmiitted and would be no additional 
expense to the board, Columbia County's 
school system would suffer if the six non- 
instructional work days were lost/' 
Wether stated. 

The special master reconimended that 
CEA proposals. for improved health and 
life insurance be denied. 

He said the school board and contended 
that it could not afford additional 
spending for insurance, and that the CP"A 
had offered no evidence to support its 
p<^)sition. Therefore, he said, current 
insurance practices should be written 
into the new contracts. 
Werther also recommended that school 
board proposals dealing with tenninal 
piiy benefits and a job abolition clause be 
accepted. 

CEA negotiator Vickie Ellis said late . 
Thursday that the teacher group is 
generally pleaHQd with the report's 
findings. 

"I think the report is fair," she said. 
"We didn't get everything we wanted, 
but the recommendations were favorable 
in the most important areas." 

She said another negotiating scs.s'ion 
will be held when school board 
negotiating representatives can be 
reached. 

Werther was appointed by PP]RC as 
Special Master to make recom- 
nicndi'tions and findings of fact after the 
Columbia County contract talks reached 
impasse. A hearing on the disputed 
issues was held last month. 

The bill for Werther's services 
reportedly will reach about $1700, half of 
which will be paid by the teacher group 
and half of which will be paid by the 
school board. 



Lab report 



-Joe Sheppard, charged with passing 
worthless checks, was not prosecuted; 

-James Vesta Yeinans Jr. and Jerry 
Markus Gaskins, charged with grand 
larceny, were not prosecuted; 

-Jerry Martin Barwick and John 
Frederick Croinin, charged with grand 
larceny, were not prosecuted because 



they are being tried in Hamilton County 
for charges of pos;3cssion of stolen 
property; 

-Cato Soutcr pled guilty to breaking and 
entering with intent to commit p*:tty 
larceny, a pre-sentence investigation 
was ordered. 
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st;iblished at the company's White 
prings plant, but no d»\ellings are in the 
rea. 

Before lands are used for buildings, 
forner Hooks of the Florida Phosphate 
'ouncil said the industry will study ways 
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Another ncfiotiations meeting between 
representatives of the Columbia County 
School Board and Columbia EducaS 
/^ocintion has been scheduled for 
Thiu^ay afferroon at four o^lock 
accortHng to CEA spokesman Vickie 

J!«ltlS. 

She said she is hopeful that final 

S'T/„'" long^ontinuing 
contract talks can be reached at thi 



meeting. 

The session is scheduled to be held in the 

" ""rl^r ?^ 1?°'"'"'''^ "'Sh School 
Contract negotiations have been going 

on for over three months, but n? 

agreement on several basic issues - 

lhus"fS^ ^ ~ been reached 
However, a Special Master's report 

received last week listed sovS 



Included among the Special Ma^r'.: 
recommendations was a caU for t^Sr 
salary increases of 5.25 per cen^ tWs 

"We are very Jiopeful v,e can settlo 
evorything at Tliursday's meetbig "m! 
E.lhs told the Reporter Monday 
She said she believes the school" board 



■ "is aware now that the money is there- 
for teacher pay raises. 
On other disputed itenjs. such as 
grievances ^acher rights and holidays 
Ms EUis .said "I think we're close enough 

o^lt^ti^""'"''*'^'"'""^^ 
She said the school board "would have 

not to offer teacher salary increa.«!es, in 



the wake of the Special Master', 
recommendations Masters 

•R?nn°.'j' PWUips told the 

[inance'Sra?^^^ 

Ms. EiUis said that salary increases 



would not be renected in October's 
paychecks for county teachers even if »^ 
agreement Is reached / ^" 

meeting. "^^cned at Thursday's 

"We still have, the whole ratification 
process to go through," she notS? 
However, she said "we're aiming for the 
increase^ to show up in NovemS 
paychecks" if salary hikes are gJanteST 
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•• BYEDHARDEE 
Managing Editor 

Columbia County teacher represen- 
tatives rejected a ''final" contract offer 
from the county school board Tuesday, 
columinaling negotiations which have 
continued since Jane 27 of this vear. 

School board negotiators presented 
their final offer to the teachers Tuesday ' 
afternoon, following a scheduled closed- 
door session between the board and its 
negotiating team. 

The board's offer included a freeze on' 
teacher salaries for the coming year. 



Teacher negotiators had originally 
sought a pay raise in excess of nine per 
cent, while a Special Master 'who heard 
arguments from both sides last montli 
had recommended that county teachers 
receivei a 5.25 per cent raise. 
Vickie 211is, chief negotiator for the 
Columbia Education Association, called 
thesalaryfreezeoffer "punitive as far as 

I'm concerned," 

She said the board's final offer also 
included a $l.C7-per month payment by 
the school board toward teacher life 
insurance policies, iii ■ place' of $0 



payments already being made toward 
Blue Cross-Blue Shield coverage. 

The board's offer on grievance 
procedures, she said, was in violation of 
the .slate Collective. Bargaining Act, 

:/(!inbers of the teacher organization 
had apparently anticipated a lengthy 
bargaining session yesterday and federal 
mediator Nathan Kazin was on hand at' 
the meeting. 

However, after receiving the school 
board's offer, teacher representatives 
caucussed briefly and then rejected the 
pacitage.offer "in toto.". 



m 



School board negotiator Jeffrey 
Bashara said the contract package was 
"the final offer of the (board's ■ 
negotiating) team at this point." 

He said the teachers could contact 
Kazin if they "feel the need for any 
further discussion." 

Teacher representatives were ex- 
pected' to notify the Public Employees 
Relation Commission by telegram this 
morning that the final contract offer has 
been rejected. 

Hie negotiating deadlock apparently , 
(Continued on Page 2) " 
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iiitans that the Columbia County Schuoi 
Board itself will make the final decision 
on teacher contracts this year. 
According to the, state's collective 
blirgaining act the recommendations of 
Lhe Special Master may be rejected in 
whole or in part by either party within 15 
davs after filing, or the recom- 
mendations will be considered accepted. 
Presumably both the school board and 
teacher group will reject some of 
special master's recommendations. 
• Thenextstepaccordinglolhelaw,will 
be for' School Supt, Frank Phillips to 
submit his own recoi^mendations 'for 



settling the contract dispute. 
Then, the School Board will conduct 
a public hearing at which both sides •..•e 
required to "explain" their position- in 

the contract talks. 

Finally, the School Board "shall lake 
suchactionasitdeemstobeinlhi'public 

interest, including the intere.^' of the 
public employees involved." 
Although the superi'ilendcnt s 
recommendations are to he, submitted 
■within 10 days, there is no specific 
deadline for the school boai'itto hold Its 
public hearing or to m?ke its decision on 

contracts. 
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BY CD HARDEE 
Managing Editor 

The Columbia County School Board 
meets tonight to hear spokesmen for both 
sides in the dcriiiloched coii tract 
negotiation^ between school t>oard 
represents tivcs and the Columbia 
EducEtjon Association, which reprc::ents 
county tcpcliers,.. * 

Tonight's public hearing is the final 
step callwJ for in the state's Colkctive 
Bargaining Act before the school bonrd 
Itself decides how the deadlock will be 
resolved. 

• The hearing begins at 7 p.m. in the 
City Commission i^oom at City Hall, and 
CEA spokesmen urged this week that 
members of the public attend the 
special meeting. 

Negotiations b^tTveen the:tcachers and 
school bor.rd representatives began on 
June 27 this year, under the new 
guidelines of the state's collective 
bargaining law. 

'The contract negotiations reschcd an 
impasse several woeVs ago wlion both 
sides could not reach agreement on a 
number of contract issues, including 
salaries, teacher privacy, and grievance 
procedure^. 

The CEA had originally sought a 9.75 
per cent across-the-board pay increase, 
which would have raised base starting 
salaries from $8,200 annually to ?9,000 
with comparable hikes at each higher 
step in the school system's pay schedule. 
Representatives of ,*1 . ' V2hr.ol. 
' administration countered ihiiv the board 
could not afford to give any pay 
increases, due to increj«.ied costs in a 
number ot operational areas. 



A . state-appointed special master 
heard arguments from both sides in' a 
September hearing, then irsuod a 
recommendation that the teachers be 
granted a 5.25 per cent increase in salary, 
this year. 

However, the school board is un Jer no 
mandate to accept the special inr'ster's 
recommendations. At a board meeting 
last week. School Supt. Frank Pliillips 
rcccininended that no salary increases 
be grantf.'d for county tjacTj;TS, and that 
salaries and .'•upp'ements be fro-cen at 
last year's levels. 

The CEA and school board negotiators 
also have been unable to reach • 
agreement on the wording of a contract 
clause which would protect teachers 
from discrimination or disciplinary 
action due to their private lives. 

The administration wants the • 
paragraph to. read that a teacher's 
private Hfe will not be a matter of board 
attention unless the teacher's actions are*^ 
not *'in the best interest of the school 
S3*stem." 

CEA negotiators maintain a teacher's 
private life should be the subject of 
interest for his or her employer only 
when it affects the teacher's perform 

. ance in the classroom. 

• Phillips told the board last week that 
the administration's last offer on teacher 
privacy was "the best we could do" and 
recommended that the administration's 
position be adopted. 

Phillips also recommended last week 
that the administration's stand on 
grievance procedures be adopted, rather 
than the CEA's stand that it should be 
given the right to initiate grievance 
procedures as a group when it feels there 




has been a contract' violation. '* • 

The Special Master had reconrunended 
a CEA plank that the term *'grievant" be ' * 
defined to include the association. He had 
also recommended that the board reject 
a CEA stand that the organization should 
be allowed to carry to arbitration any 
grievance that has been dropped by the 
person filing it. 

Phillips said last week that due process 
rights being sought by the CEA are 
"ncn-negotiable." He recommended tlial 
they not be included in the new teacher 
contracts. 

He also reconunended two paid ' 
holidaj'S for teachers per year (the CEA 
had sought six,) and recommended " 
improvements on the special master's 
proposals on terminal pay for teachers. 

Recommendations from the school 
.superintendent were called for under the 
collective bargaining act after negotia- 
tions between the school board and CEA * 
representatives were broken off. 4 

The next step is tonight's public hearing ^ 
of the school bo?*rd. Both sides will be i 
required to "explain" their positions in j 
the contract talks at the meeting. • 

Then, according to the law, the school 
board "shall take such action as it deems 
to be in the public interest, including the 
interest of the public employees 
involved." 

According to federal mediator Nathan 
Kazin, who has been involved in the . 
school contract talks, there is no .specific. • 
deadline for the school board to take its . 
action following the scheduled public ' 
hearing. 
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salary scheddeNyi!ld,c<^ 
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BY ED HARDEE 
//anaging Editor 
A decision on new teacher salaries and 
contracts for the cxent school year was 

delayed Thursday night by the Columbia 
. County School Board. 

With a standing-roonwnly cowd of entitle 

. about 100 persopi in attendance, the^ increase based on years of service woiild year' he'S 

^; board heard presentations and contract cost about $130,000 with the 150,000 mni, said the CEA wonH flweot a • ^^^^^^ °f '•'e 5-25 Per cent • 

5 proposals from representatives of both additional for insurance and rank 5 S^^^^ ^crease would "show gwdfalLh on the- 

H the school system and the Columbia changes. t riS^^^^^^ ^ K ' ^^^'^^^^^^ P^rti", and would continue 

-. ■ Men Ass^lato. represontog, s^dfte school sys^inwodd-^S^^^^^^^^^ 

^ , cojnty teasers. _ have to cut back on school supplies and S iP'sted between the Columbia County ' 

letw^hour session .began ^th a olhertejb all cost ^tegories'' h S^^^^^^^ (tee t^ to page 6) 

order to fund the salary hikes. negutintions. 

However m a .lengthy praentation, He said the percentage total of the 

. . CEA spokesmen oresented budget schoo'board'«! budget snentfnrtpfleherq 

i^TOs of $150 per year, or that the figures wich- indicated that the school S 0 S 

.hoog^^^^ ^^mmm^^^^ 

~.negotiatmg session, t^"^^^^^^^^ ^eto.l fora^aJandW 
schoolboardrepresenL^^^ t^U, p,,, 7 trSW^ ' 

to offer any pay incr^ses to co-^nt)- sworn testimony had been given at a salaries and ^ iK^^^ wT 4 
teachers saybg the schwl system co':ld hearing last month u,dicating that about Z 0 1 tdS 19M 
nota^ord t^em.TheCEAy originally W.OOO in addiUonal revenues would be S ^^^^^^^ 
sough a 9.75 per cent salary hike. . received from the state this vear, wiL^ S ^ ^ ' 
Phillips said his first proposal, t,he $150 about 595,000 from local sources as well. - ' ' . 

acrn."a-!he^oiHrKi,?esforBllerii.')Ioye« . ",S'>('e the time of t»!e hearjg the,, 
ffhiieraaintainagafreezeonthecuirent figi^e for local funds has been upp'^dby ' 

an additional JCil.OOO for a grand total of 
state and local funds over last year of 
approximately $?50,Oflfl,"Pittman said.' 



recommendation from School Supt. 
JVank Phillips; Lhat all school system 
• employes receive across-the-board pay 
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School Board and the teachers of this, 
county." 

After hearing the CEA presenUitlon, 
tlie board members set Nov. 13 to con- 
tinue tlie public hearing \^nth a possible 
decision at that time. 

Tlicy in:1jcated thnt, In the interim, 
Ihcy ".vould seek additional budget In- 
formation. 

Prior to the remnrl^s from the teacher 
group, bcard""mcii)t<jr L. H. Malliis 
pointed out tliat. none of the county's 
schools are operating under budgets this 

year. . " 

"I can't really vote for anything at the 

present time until bud^^ets are adopted 
for each individual school (and) we see 
how much money we have," he said 

**The money's disappearing mighty 
fast," Matliis remarked. 'I'm afraid 
v.e'll be out by the end of the year at the 
rate it's going now." 

School finance otlicer Tom Karklcroad 
Faid be felt the school system could af- 
ford the salary proposals offered by 
Phillips, particulary with a projc-cted 
$63,000 savings in utilities which had been 
biidgctc-d for the new Columbia Senior 
High School. ' 

Phillips also indicated that too many 
purchase orders are being issued at some 
schools. "We have^pfople buying items 
it's questionable whether they should be 
buying," he said. . 

Board member Mrs. June Epperson 
said Columbia County had been generous 
with pay Increases when tlie money was 
available, but that due to inflation, the 
expenses are just tremendous," this 
year. 

*'If the money is all spent and there's 
none in the budget (at Uie end of the 
year) none of you v^ill get paid," she told 
the teachers. ''Nob.-^cly thought New York 
would go broke but it's happened," 

CEA negotiator Vickie Ellis addressed 
the board on contract items other than 
salaries which still have , not been 
resolved. 

She noted that the school board must 
act as "an impartial third party"^ in 
determining a solution to the negotiating 
^ deadlock.' 

Pointing out that the board members 
themselves received pay raises of 11.6 
per cent this year through a legislative 
formula, she said "new it's time for the 
• board to take care of the teachers' in- 
terests." t- 

She said teachers have continued In the 



Decision 

classroom "without complaint" this year \ 
as negotiations continued, and had also 
served the county in years past. "We feel 
tins is the time to be rewarded," she said. 

Ms. KUis said the teacher group had 
already rejected the proposal for $10,000 
life inzjurance pollcios, s<';yin_g they 
amount to about $3 per month per 
teaclier and would not beneEit'mauy of 
them. 

. She asked the board to i'c^opt the 
special master's rcccnnneudatlon that 
teachers receive the same insurance 
package they have received in the past.- 5 

On tlie issue of tenure and due process, 
Ms. Ellis said "we feel the board would 
have no reason to dismiss a teacher j 
without just cause." She said teachers 
are not "indentured servants who can be 
released at will." 

She also said the special master's 
recommendations on grievances should 
be adopted. The special master had, 
rccoinfiiended one of two planV^ sought ^ 
by the. CEA on giievances, which would 
allow the organization to file grievances . 
in its own name. 

In the area of teacher privacy, Ms. 
Ellis said, "we feel very sb-ongly that 
luilcss (private life) affects the te^fcher's 
performance in the classroom, it's really 
no one's business but your own." 

She also said that Columbia County had 
ranked high on the teacher-salary scale 
statewide in the past, but that based on 
rec^t contract changes in 10-15 Florida 
counties) "we're falling far behind In 
salaries as well as fringe benefits." * 

Following the meeting, School Supt. 
Piiillips indicated to the Reporter that - 
the salary recommendations presented 
Thursday will not necessarily be his final 

offer. .41. 

"As long as we keep laying it out on the 
table, we want to keep a door cracked," 
. Phillips remarked. **If everything's 
there I hope I'm big enough to look at it 
and stay open minded about it" when the 
total budget information is compiled. 

But lie added, "I'm. not \silling to 
obligate the board or the county to things 
they cannot do." ■ " 

Phillips said the school system is 
"extremely well stocked" with supplies 
in that the cutback in supplies he 
recommended in order to finance the 
proposed pay increases would not have 
an adverse effect inthe classroom. 

*'We have supplies that would be the 
envy of any county In the area," he said. 
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ADDENDA AND DELETIONS 



Articlo III Association and ToachGr Right s 

H« doleatod 
Article M GriovancQProcBdwre 
B. Definitions 



Griovant shall include the Association provided that 
. the. Association on itsjouin may not continue and submitto 
arbitration any grievance filed and later dropped by an individual 
grievant. 

Article \l Grievance Procedure 

N. Continuance 

refer to definition 

Article XVIII Prof essional Compensation 

^.To grant increment s and board approved rank changes, 

C, (Refer to A) 

Article XXIV Terminal Pay 

The Board grant the teacher's demand on terminal 
.pay of 1/2 instead of the 1/4 recommended by the. Special Ma st or |. 
and since increments stop atjfifteon yoars» length of service 
be sot at fifteen years. 

Articlo XXU Paid Holidays 

The Board grant two days paid vacation, — 

Article XXUI Tenure and Due Process 
(deleted) 

The items on- this page are taken directly from the 
School Board Vs document concerning the items they uuero to 
consider from the Special Wa stcr ' s report. As soon as uuo 
have clarification from Dr. Phillips on these wo will pass the . 
infprmgtion on to you. 

i. / Your C«B. Team 
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V;HO? Eargeining Unit (CtA meirbers and 

non-me fibers ) 

Tec.cherc' 
librarians 
Speech Therapists 
Occupational Specialists 
School Isychologists 
Visiting Teachers 

\nKEHE? Tison i^uditorium, City Hall 



WHAT? Voting on collective 
bargaining contract 



V.hbh? Tuesday, Kov, 25,1975 



Tll-fi? .4:00 - 4:30 C^uestions 
4:30 - 5:30 Voting 

A simple riajority of those voting vjill deterirdne the outcorr.e (50)^ -fl). 

Voting will be done by secret., ballot and building representatives will 
be responsible for certifying eligible voters, 

Eelovj is the question you v;ill be voting on: 

(SaMLE bAllpT) 

I ratify the collective bargaining contract betv;.een the C£./» 
and the Columbia County School Board ,- 



Yes 



No 



VOTIi\& PhOCbDUfiE 

1. State your name to the polling clerk 

2. Sign next to your name on the polling clork?slist 
3.. heceive your tallot 

4, hark your ballot clearly and carefully 

5. Deposit the ballot in the ballot box 



EE1.EI.I:ER 

1. Blank ballots viill be discarded 

2, Ballots vrith ar-biguity of vote (erased or nore than one ir^ark, etc.) 
will be discarded 
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BY EO HARDEE , 

'Managing Editor 
. Columbia County teachers 
•'voted better ton two-to-one 

Tuesday to ratify a new con* 
' tract for tie M school year 

offered by the Columbia Co'nty 

School Board. 

The action paves the way for 
» a scheduled board meeting 
Monday afternoon, when the 
boardmembers themselves wL^l 
decide whether to ratify the 
contract agreement 



Roughly half of Col'unbia 
County's 'instructional per- 
sonnel cast ballots in Tuesday's 
ratification vote, wfth the 
outcome never iji doubt after; 
the ballot count began. . 

The final tally showed .138 
teachers had voted to ratify the 
contract, with52 voting to reject 
(jiepact. ...... • - 

,The Columbia Education 
Association, which represented 
teachers during lengthy 
negotiating sessions which 



began in June of this year, had 
expressed guarded en- 
dorsement of the school board's 
final contract offer. 
When the ratification results 
were in Tuesday, CEA officials 
admitted mhed feelings but 
vowed thaf'lhis is only the first 
step*' in collective bargaining 
*for Columbia County teachers; 
'"We're happy so many 
teachers turned out to vote,", 
said CEA chief negotiator 
Viclde Ellis. "We're not happy 



that we didn't get an increase in 
salary," 

TlieCEAhadsoughta5,25per 
cent pay raise for instructional 
personnel after the pay hike 
was recommended in Sep- 
tember by a state-appointed 
special master, The school 
board, fearing cutbacics in state 
.revenue, declined to offer any 
pay increases other than lifting 
a freeze on regular incremental 
raises based on years of teacher 
service. • 
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Miss Ellis, who was among 
CEA members who volunteered 
their services as negotiators for 
the teacher jroup, said tlie 
primary dissatisfaction m^ 
teachers stems from the lack of 
salary increases It the new 
contract proposal, 

But the CEA members 
maintained that several planks 
in the proposed contract would 
not have been Licluded if • 
collective bar,^mi3 had not . 
been carriei! t^irou^h. 

They cited ijuaranteed 
planning time, bre^iks for 
elementary teachers, maiemity ' 
leave and time limits on ad- 



. Miss Ellis said county 
teachers ratified the contract 
because "they reallize it's the 
best tliey're going to get from 
the people we're dealing with." 
She said negotiations for a. 
new 1976-77 contract , are 
scheduled to begin in -March, 
and that county teachers 

.evidently felt "there. wouldn't^ 
be any purpose to hold up on this 
one," 

Although 'the teachers now 
have ratified the negotiated 
contract, the school board still 
must do so in order to make the 
pact official. 

Board members emphasized 
at a special, meeting last week 
thattheyhadnot yet ratified the 
document The board will meet 
Monday afternoon at 4 p,m. at 
•the Columbia County Cour: 
thouse to consider ratification 
of the agreement. 

CEA President Sharon 
Richards said ratification by 
the school board Monday "will 
show that they have been 
bargaining in good faith" 
during the lengfiy contract 
sessions. 

If the contract is not ratified 
by the board Monday "we go 
back to the negotiating table," 
said CEA official Sandy 
Braddock. 
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CONTRACT 



School Board of Columbia County 

and 

4 

Columbia Education Association 



1975 - 1976 
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Preamble 



This agreement is entered into this FIRST day o f DECEMBER , 19 75 , and 
continuing through the THIRTIETH day of JUNE 19 76 , by and between the 

School Board of Columbia County, Florida, hereinafter called the "Board," and th 
Columbia Education Association, herinafter called the ^'Association/* 

The Board and Association have negotiated in good faith with respect to 
salaries, hours, and all other terms and conditions of employment and have 
reached these agreements: 
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Article I Recognition 

A. The Board hereby recognizes the Association as the sole and exclusive bar- 
gaining agent for the following employees: all certified, contractual, regular 
enployees who work as Classroom Teachers, Librarians, Counselors, Speech Therapist, 
Occupational Specialists, School Psychologist, Visiting Teachers and those not on 
_..'=^?..?^?l"ded list as certified by the Public Employees Relations Comnisslon and 
are certified personnel. 

0 

B., The procedure for decertification, unit clarification, and impasse shall be 
those set forth under applicable PERC rules and regulations. 
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II. DEFINITIONS 

1. BOARD: Shall mean the School Board of Columbia County, Florida. 

2. ASSOCIATION: Shall mean the Columbia Education Association. 

3. BARGAINING UNIT": Shall mean all certified, contractual, regular employees 
who work as classroom teachers. Librarians, Speech Therapists, Occupational 
Specialists, School Psychologists and Visiting Teachers (and those not on the 
excluded list.) 

4. TEACHER: Shall mean any employee as defined in the bargaining units. 

5. AGREEMENT: Shall mean the agreements reached between the negotiating team of 
the Columbian Education Association and the negotiating team of the Columbia 
County School Board which have been reduced to writing, signed by the two 
respective negotiating teams and ratified by the Columbia County School Board 
and the Columbia Education Association. 

6. SUPERINTENDENT: Shall mean the chief executive officer of the school system 
or his .designee. 
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III. Association and Teacher Rights 

The Board hereby agrees that every employee in the Bargaining Unit shall have 
the right to form, join, and participate in, or to refrain from forming, join- 
ing, or participating in any employee organization of their own choosing. No 
teacher shall be discriminated against in regard to wages, hours, and any other 
term or condition of employment as a result of membership in the Association 
or for his/her participation in Association activities or grievance proceedings. 
Nothing contained herein shall be construed to deny or restrict to any teacher 
rights he may have under the Florida School Laws or other applicable laws and 
regulations. The rights granted to teachers herein shall- be deemed to be ir 
addition, to those provided elsewhere. 

The Association and its representative shall have the right to use school build- 
ings on the same basis as other non-profit community organizations. 
The Association and its representatives shall have the right to use school 
equipment on the same basis as any other non-profit community organizations, 
determined in each school center and/or administrative centers. 
The Association shall have the right to the exclusive use of one bulletin board 
(at least 9 square feet of surface space) in each school at a location arranged 
with the principal and to place official notices in faculty mailboxes. 
Duly authorized representatives of the Association shall be permitted to tran- 
sact official Association business on school property as long as it does not 
interfere with student contact time or planning time of those parties involved. 
The Board agrees to furnish the Association upon request and at no more than 
cost, any materials that are a matter of public record. 
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The provisions of this Agreement shall be '^applied without regard to race, 
creed, color, religion, national origin, age, sex or marital status. The 
Board shall act abridge these or any other constitutional rights, 

(1) Any teacher who ts a member of the Association, or who has applied for 
membership may sign and deliver to the Board an assignment authorizing deduc- 
tion of membership dues in the Association. Such authorization shall continue 
in effect from year to year therafter as long as the Association remains the 
bargaining agent unless revoked in writing with thirty days (30) notice given 
to the Board, and Association. 

(2) The Board shall deduct such dues as are authorized by bargaining unit 
members under (1) a 've in four equal monthly installments- from the te^^^ 
regular salary ch ks, beginning with the salary check received by the teacher 

•in the month following the date of authorization and continuing for the fol- 
lowing three months. The sums deducted shall be remitted to the Association 
within ten days after the salary checks are issued. Upon termination of a 

teacher's employment, the Board shall deduct all? unpaid Association dues from 

V ■ ■ 

the remaining paycheck(s) and remit such payment] to the Association. 

(3) For the services rendered by the Board in (2) above the Association agrees 
to pay an annual fee equal to the cost of such services. This amount is to be 
agreed upon anually by the Superintendent and the president of the Asspciation, 
based upon cost estimate supplied by the business office. Provided, however, 
that such cost shall not exceed one (1) dollar per member per year. 
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Upon appropriate written authorization from the teacher, the Board shall deduct 
fron the salary of any teacher and make appropriate remittance for all existing 
payroll deductions. 

With respect to all sums deducted by the Board pursuant to "authorization of the 
employee, the Board agrees to promptly disburse said sums to the proper designee 
Meetings and" conferences with Association officers and administrators or the 
board which may be required in administration of this agreement shall normally 
be. held outside of regular teacher work hours. In the event that an adminis- 
trator should schedule a meeting during work hours, teachers involved would 
attend such meetings without loss of pay or leave benefits. 
A representative of the Association shall be given an opportunity to speak 
briefly at the end of each regularly scheduled faculty meeting. 
A teacher and/or his/her designee shall be allowed to review materials, except 
those materials expressly prohibited by law, in his/her personnel file with 
appropriate notice. No material derrogatory to a teacher's character shall be 
placed in his/her personnel file unless the teacher has been given an oppor- 
tunity to read and comment upon such material. 

There shall be one official file for each teacher and any material relevant to 
the teachers professional performance or character shall be kept in that file. 
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■ IV. Negotiation Procedures 

It is agreed that raattern not specifically covered in this Agreement but of 
common concern to the parties may be subject to negotiations between then from 
time to time during the period of this Agreement by mutual consent. 
Representatives of the board and the Association may meet during the regular 
school year at a time convenient to both parties for the purpose of discussing 
problems which could necessitate reopening negotiations. 

Further, the requesting party will submit to the other, at least twenty-four 
(24) hours prior to the meeting an agenda covering what they wish to discuss • 
Should such meetings lead to reopened negotiations which culminate in a mutually 
acceptable amendment to this Agreement, then the amendment shall be subject to 
ratification by the board and members of the bargaining unit the same as this 
Agreement . 

If either party desires to modify, amend, or terminate this Agreement, a written 
notice must be submitted to the other party prior to March 15 of the year in 
which the Agreement expires. If such notice is given, negotiations shall be 
initiated on or before April 1. 

In any negotiations described In this Agreement, neither party shall have any 
control over the selection of the negotiating representatives of the other 
party. It is recognized that no final Agreement between the parties may be 
executed without ratification by a majority of the Board and by a majority 
vote of employees voting in the unit, but the parties mutually pledge that 
their representatives shall be clothed with all necessary power and authority 
to make-proposals, consider proposals, and make concessions and reach agree- 
ment in the course of negotiations. Throughout negotiations, all tentative 
agreements shall be signed by representatives designated by each party. 
There shall be four (4) signed copies'^ of any final agreement. Two (2) copies 
shall be retained by the Board and two (2) by the Association. 
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V. Grievance Procedure 

Purpose, The purpose of this procedure is to secure at the lowest possible 
administrative level, equitable solutions to the disputes which may arise con- 
cerning the application of this agreement. Both parties agree that these pro- 
cedures will be kept as informal and confidential as may be appropriate at 
any level of the procedure. 

Definitions. The term "grievance" shall refer to a written allegation by a 
grievant that an interpretation or application of the terms of this agreement 
has been violated. The term "grievant" shall mean an employee or group of 
employees or the Association, provided, however, the Association on its own 
may not continue and submit to arbitration any grievance filed and later with- 
drawn by a grievant other than the Association. 

The term "employer** shall mean the School Board. 

The term "days" shall mean working days. 
Time Limits. Since it is most important that grievances be processed as rap- 
idly as possible the number of days indicated at each level is to be considered 
the maximum and every effort should be i^ade to expedite the process before 
the deadlines are reached. Time limits may, however, be extended by mutual 
written agreement of the parties. 

End of Year Grievance. In the event that a grievance is filed within the last 
two weeks of the school year the time limits contained herein shall be reduced 
by 1/2 at each level. 

Released Time. Grievances will ordinarily be processed outside the regular 
vcrk day. If the Board or its representative should elect to schedule meetings 
during the regular workday, then release time shall bi provided to all parti- 
cipants and witnesses. 
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Grievance Procedure 

F. Filings Within 5 days following knowledge of the act cr condition which is 
the basis for the ?,rlevance, the grievant may file a grievance with the school 
principal or other limnediate supervisor or designated representative. 

G. ' Representation. All employees shall have the right of Association represen- 
tation at each step of the grievance procedure. N'o grievant may be required 
to discuss any grievance if the Association representative is not present. 
The Association shall be given prior notice of any meeting held at level one 
(1) or above to resolve a grievance. 

Any individual employee or group of employees (in the bargaining unit) 
shall have the right at any time to present a grievance to the designated 

representatives of the Board and to have said grievance adjusted^ wtthout ..the 

intervention of the bargaining agent as long as the adjustment is not incon- 
sistent with the collective bargaining agreement and the bargaining agent has 
been given the opportunity to be present at any step after the infonnal level. 
Copies of the employer decisions at any step of the grievance procedure what- 
soever shall be speedily delivered to the bargaining agent. 

A grievant shall not be represented by any person who might be required 
to take action, or against whom action might be taken, in order to adjust the 
grievance, or by a representative of any other employee organization. 
H. Infonnal Discussion, In the event that an individual teacher believes there 
is a basis for grievance, the individut.l shall first discuss the alleged 
grievance with the building principal or imiiiediate supervisor either personally 
or accompanied by the organization's representative. 
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Grievance t'rocedure 



I. Level One. If, as a result of the infomal discussion witb the principal or 
iccediate supervisor, a grievance still exists the greivant may invoke the 
formal grievance procedure by filing with the principal or supervisor on a 
form signed by the grievant stating the nature of the grievance and the relief 
sought. A copy of the grievance shall be sent to the Association • If the 
grievance involves more than one school building or unit, it may be filed with 
the Superintendent or his designated grievance representative at Level T^^o. 
The school principal or designated representative or the immediate supervisor 
shall have eight (8) days after receipt of the grievance in which to hold a 
conference with the grievant and to give a written decision to the grievant. 

J. Level Two. If the grievance is not settled to the grievant 's satisfaction 
or if a written decision is not submitted within the designated time limits 
at Level One, the grievant may move grievance to Level Two by written notice 
to the Superintendent or his designated representative within 8 days. The 
Superintendent or the designated representative shall have eight days after 
receipt of the grievance in which to hold a conference with the grievant and 
shall give a written decision to the grievant within eight (8) days after the 
conferenca. 

K. Level Three. If the grievance is not solved at Level Two to the grievant 's 
satisfaction, or if a written decision is not submitted within the designated 
time limits of Level Two, the grievant after notifying the Association may 
move the grievance to arbitration by notifying the Board within eight (8) days 

The parties shall then contact the FMCS to secure a list of arbitrators 
and the arbitrator shall be selected and shall function according to the rules 
of FMCS. If the question of arbitrability is raised by the Board, the question 
shall be determined in the first instance by the arbitrator. 
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Grievance Procedure 



The arbitrator shall confer with the representatives of the Board and the 
Association and hold hearings promptly and shall issue a decision not later 
than twenty (20) days from thu date of the close of the hearings or final sub- 
missions. The c.rbitratoifs decision shall be in writing and shall sec forth 
findings of facts, reasoning and conclusions on the issues submitted. The 
decision of the arbitrator shall be submitted to the Board and the Association. 
The arbitrator shall not have the power to add to, subtract from, modify or 
alter the terms of this agreement or go beyond the issues presented. The deci- 
sion of rhe arbitrator shall be final and binding upon the parties. 
L. Costs. The costs for the services of the arbitrator shall be borne equally 

by the grievant and the board. 
M. No Reprisals. No reprisals shall be invoked against any employee for processing 

a grievance or participating in any way in the grievance procedure. 

No documents of any kind or form pertaining to the initiation, processing 

or settlement of any grievance whatsoever shall be placed in the personnel 

file of any non-administrative or non-supervisonal employee but shall be kept 

in a separate file. 

N. Notwithstanding the expiration of this Agreement, any claim or grievance 

arising before the expiration date may be processed through the grievance pro- 
cedure , until resolution. 

The grievant may be permitted to withdraw the grievance at any point during 
the process. 

The Association shall be notified of such withdrawal at that time. 
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VI. Teaching Conditions 

Duties other than classroom duties shall be scheduled on an equitable rotating 
basis, except for those teachers specifically exempted from same. Teachers 
required to serve duty beyond that which has been scheduled shall be granted 
compensator}- time at a time mutually agreeable to the teacher and the principal. 
A duty free lunch period consisting of 25 consecutive minutes shall be scheduled 
by the principal for each teacher each day. \^en a teacher is required to 
assume duties during his/her assigned lunch period, compensatory time at the 
end of the student day shall be arranged mutually between the teacher and the 
principal. 

The Board shall make available in each school one room, air conditioned when 
possible, for use by teachers as a lounge. Restroom and lavatory facilities - 
shall also be made available for use by teachers. These facilities shall 
exclude students unless an emergency situation prevails. 

The Board shall endeavor to maintain classrooms and other learning areas In a 
clean condition. This shall usually be done with other than instructional 
personnel except in the case of an emergency. 

The Board shall endeavor further that class periods are as free as possible 
from interruption and that measures are taken to ensure the safety and welfare 
of members of the bargaining unit within the limits of reasonableness. 
Where scheduling permits an area or areas shall be designated for necessary 
teacher conferences with parents and/or students. 

No.elementary teacher shall be required to have more than one hundred and twenty 
(120) r.inutes of continuous student contact time without being assigned by 
the principal a ten (10) minute break. The principal shall endeavor to schedule 
the brc;ik during the contact hours. No more than one such relief period shall 
be si-lieduled per day. 
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G. Teacher participation in extra-curricular activities scheduled outside the 
regular teacher workday for which no additional compensation is paid shall 
be strictly voluntary. Teacher participation in extra-curricular activities 
scheduled during the regular teacher workday shall be assigned by the principal 

H. Teachers shall be required to remain at the end of the school day for the pur- 
pose of attending regularly scheduled faculty meetings or other professional 
meetings one (1) time per week if needed during the school year. These meeting 
shall not exceed thirty (30) minutes past the regular school day. These pro- 
visions do not apply to faculty or other professional meetings held during 

pre or post planning periods or emergency situations. 

I. - When school -is not in session, teachers may be given access to the building by - 

arranging such access with the principal. 

J. Observations of a teacher's class by persons other than school system admin- 
istrative/supervisory personnel shall be allowed only after written, consent, 
has been granted by the principal. The teacher to be observed shall be noti- 
fied at the time written consent is given by the principal. 

K. The principal shall appoint one (1) department chairperson, grade level chair- 
person, or wing leader in each department, grade level or wing. 

In the secondary schools release time shall be granted at the rate of one 
class period per day for each department chairperson with ten (10) or core 
teachers in the department. Release time may be granted by the principal if 
he/she deems it necessary for department chairpersons with less than ten (10) 
teachers in the department. 

In the elementary school release time may be granted by the principal if 
he/she deems it necessary for grade level chairpersons or wing leaders. 

L. The board shall provide faculty mailboxes in each school. 
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The length of the teacher workday shall be no more than 7 1/2 hours. 
Planning- time within the workday shall be allocated as follows: 
High School - no less than 250 minutes per week 
Junior High - no less than 250 minutes per week 
Elementary - no less than 200 minutes per week 
Kindergarten- no less than 100 minutes per week 
Teachers teaching 6 periods (high school and junior high) shall have .thei 
planning time during the time when morning and afternoon duty is scheduled. 
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VII. Teachers' Authority and Protection 

A written statement by the Board governing the use of corporal punishment 
of students shall be provided to all teachers no later than the first week 
of school, if possible, and amendments thereto as they become available. 
The administration shall publicize to all students a code governing student 
conduct and discipline during the first week of school when practical. 
Individual records will be maintained on student discipline and made avail- 
able to teachers as an aid for determining disciplinary recommendations for 
particular students to the principal. 

Any case of assault upon a teacher shall promptly be reported in writing to 
the Board. The Board .shall provide legal counsel to advise the teacher of 
his rights and obligations with respect to the assault. 

No action against a teacher shall be taken on the basis of a complaint by a 
parent or student or other individual nor any notice thereof shall be included 
in the teacher's personnel file unless the teacher is given a copy of such 
notice. 

Upon request a teacher may have present a representative of the Association 
when he/she is to be reprimanded about a situation when he/she or the princi- 
pal believes such could lead to dismissal or return to annual contract. Prior 
notice of such conference shall be made. 

Whenever in the opinion of the Board or its representatives it' appears that 
the presence of a particular student in a class will impede the orderly 
process of education because of disruptions caused by said student, the 
Board or its representative shall endeavor to correct the situation. 
Time lost by a teacher in connection with any incident incurred in the line 
of duty shall be handled as follows: 

Time for appearances before a judicial body or legal authority shall 
result in no loss of wages or reduction in accumulated Leave. 



VIII. General Employment Practices 



A. Marital status, race, creed, religion, color, sex, *age, national origin or 
association affiliation, or number of years teaching experience shall not be 
made a condition of employment. 

B. Each teacher shall present a certificate stating that they are physically 
able to perform the duties of the position. Such evidence shall be obtained 
from a licensed physician of the teacher's choice, cost of such examination 
sha:ll rest with the teacher. If any medical examinations are rec^uired subse— 
quent to this examination by a physician designated by the Board, cost of said 
examination(s) shall be borne by the Board. Examination forms will be avail- 
able from each principal or the personnel office. 

I. Salaries of teachers employed in Summer school, evening school or other' pro- 
grams in the school district will be computed on an hourly rate based on the 
following formula: 1/196 x the teacher's respective current annual salary 



Salaries for teachers shall be paid in twelve (12) equal payments on the 15th 
day of each month during the school year and in three (3) checks of equal 
amount to be delivered on June 15th. ' Summer school paychecks shall be paid 
on the last teaching day of the summer term. 

Deductions for personnel during the regular school year for daily absences 
not covered by provisions of this agreement shall be made at the rate of 
1/196 of the annual contractual salary per day. 

All high school and junior high school counselors shall be employed five (5) 
school days beyond the regular school term and then five (5) days prior to 
the regular school term at a daily rate of pay based on l/196th of the 
counselor's regular annual contractual salary. 



X 1/7.5. 
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IX, Professional Qualifications and Assignments 

The Board shall endeavor to give all teachers written notice of their schedules 
for the forthcoming semester no later than January 1 for the second senester. 

Teachers shall not be required to arrange for substitutes. 



X. Teacher Transfer 

A. Any teacher who wishes to make application for transfer to any vacancy shall 
subrdt his/her request in writing to the personnel office and such application 
shall include in order of preference, the school or schools, subject(s) or 
grade level desired. 

3. Transfers and change in assignments 'will be based on mutual agreement of 
teacher and administration. 

C. Transfer and change in assignments will be on a voluntary basis whenever poss- 
ible. Transfer or change of assignment will be temporary until approved by the 
school, board,...; , , - 
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XI. Promotions & Vacancies 

Knovm- openings for positions in the district for which certification is 
required shall be posted in each school by May 1 by the Board. The posting shall 
clearly set forth a description of required qualifications. No vacancy shall be 
filled except on a temporary basis until such notice has been posted for at least 
ten (10) days prior to the last day on which applications will be accepted. 

During the summer months when school is not in regular operation or on an 
emergency basis during the regular school year, a vacancy may be filled on a tem- 
porary basis until the procedures of this article can be followed. 
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XII. Teacher Evaluation 

All teachers shall be given a copy of the assessment form during preplanning 
of each year. • 

Assessments shall occur at least twice a year and shall normally occur at least 
once each semester. If mechanical devices are to be used in the evaluation of 
a teacher, prior notification will be given. 

The teacher shall sign and be given a copy of the completed assessment form, 
though the signature does not necessarily indicate agreement with its content. 
The teacher shall be given the opportunity to comment thereon. ' 
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xni. Reduction in Personnel and Recall 

V. If the board determines that the number of teaching positions must be reduced, 

the board shall determine the grade level and/or subjects affected and shall notify 
teachers who may We affected and notify the association. 

J. Lay-off 

Reduction among grade level or subjects shall normally occur as follows: 

1. Annual contract teachers shall be reduced first. If the board must choose 
among its annual contract teachers priority criteria shall be: certificati 
suitability and seniority as to current date of employment. 

2. Continuing contract teachers shall be next. 

Recall - - ^ - — ' - ■■ • - -~ 

If, during six months following such reduction openings occur for which indi- 
viduals reduced are qualified they shall be recalled in inverse order of lay-off . ; 

Nothing in this article shall prevent the board from maintaining a racially 
balanced staff. 
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XIV. Leaves 



A. Leave is permission granted in advance for a teacher to be absent from his/her 
contractual duties for a specified period of time. Permission is granted in 
advance and shall not be granted retroactively. Sick leave and emergency leave 
are deemed to be granted in advance provided prompt report is made to the pro- 
per authority. 

B. . Four W days sick leave shall be credited to each teacher at the beginning 

of the school year and one day for each month thereafter until the number of 
days granted equals the number of months worked. Sick leave days may be used 
for personal illness including pregnancy related ailments or disability of the 
teacher, or death, disability or serious illness of father, mother, brother, 
sister, husband, wife, child, or other close relative or member of his/her 
household. Such leave shall be cumulative from year to year without limit 
as to the number of days that may be accrued. The teacher shall endeavor to 
notify the principal or his designee of this absence in advance. 

Any employee who has used all accrued sick leave shall be granted sick 
leave without pay. Accrued sick leave shall be transferred upon request from 
other school districts provided that one-half of this accrued leave be estab- 
lished in Columbia Couni-.y. 
Emergency Leave 

Two days of emergency leave with pay may be allowed by the board for an 
employee each school year. Such leave shall be charged to accrued sick leave 
and is non-cumulative. 
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Personal Leave 

A teacher is entitled to up to two (2) days of personal leave with pay 
which must be granted by the board. Personal leave cust be requested and 
granted -in advance. Personal leave shall be charged to accrued sick leave 
and is non-cumulative. Personal leave may be used at the discretion of the 
teacher. 

Personal leave without pay may be granted by the board for a period of 
up to but not to exceed one year. This does not apply to personnel under 
annual contract. 
Maternity Leave 

Sick leave for normal child bearing purposes shall be granted for a per 
lod of up to twenty (20) days to be deducted from accumulated sick leave. 
Additional accumulated sick leave for pregnancy related complications shall 
be granted w^hen substantiated by a xcritten statement from the teacher's 
physician. Additional maternity leave without pay shall be granted for the 
remainder of the school year or after exhaustion of accrued sick leave. 
Alternatively, maternity leave without pay may be granted at the teacher's 
request. 
Jury Duty 

A teacher serving on a jury shall be granted jury duty leave with pay. 
If the application is approved, he/she shall receive his regular salary but 
shall remit to the school board by check the amount received for jury duty 
less the amount received for travel and expenses. 
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G. Military" Leave 

Teachers participating in annual military exercises shall endeavor to 
have such duty scheduled during the summer months when school is not in 
session. If the teacher is unable to schedule such duties outside the work 
year he/she shall present to the board copies of such orders and shall be 
granted leave up to a maximum of seventeen (17) days military leave. Such 
le ave shall be without loss of compensation. 

H. Illness in the Line of Duty 

Any teacher who is absent from work as a result of some injury or illness 
sustained on the job m.ay be granted illness-in-the line of duty leave for up 
to ten (10) days. Such leave if granted by the board shall not be charged 
to accumulated sick leave. The board may consider requests for extensions 
of leave beyond the ten days provided that the employee is under contract during 
the time of such leave and compensation. 

I. Witness Duty 

Where a teacher is under subpoena as a witness in connection with his 
official duties or in a court action in which he is not a party to the liti- 
gation, he shall be granted leave. Such leave shall be with or without pay 
at the discretion of the board. 
J. Professional Leave 

1» Limited Professional Leave: Leave up to thirty days may be granted 
authorizing absence from contractual duties to engage in activities vhich vill 
result in professional advancement or which will contribute to the teaching 
profession. This type of leave may be granted by the board and when so granted 
shall be with or without pay at the discretion of the board. 
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2. Extended professional leave without pay may be granted for professional 
improvement in excess of thirty days but for a period not to exceed one year. 

K* Temporary Duty 

A member of the instructional staff may be granted temporary duty for 
short term professional duties inside or outside the school district. Any 
employee granted temporary duty shall receive his regular pay and may be 
allowed expense's as provided elsewhere in this agreement. 

L. Terminal Pay 

The board shall provide terminal pay to any teacher who has concluded 
fifteen (15) years of service upon the teacher's retirement or to the teacher's 
beneficiary if service is terminated by death. Such terminal pay shall be an 
amount determined by the daily rate of pay of the teacher in the final year of 
employment multiplied by one-half the total number of accumulated sick leave 
days credited to the teacher at the time of retirement or death, or sixty (60) 
days whichever is less. "Retirement" shall mean retirement under any applicable 
Florida teachers* retirement system program. 
M. ^Paid Holidays 

Teachers shall be entitled to two (2) paid holidays which shall be included 
in the 196 regular working days. The two (2) paid holidays shall be scheduled 
by the board. 
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XV. Student Teaching Assignments 

No teacher shall accept and supeir/lEe more than one full-time student teacher 
per school term. Any remuneration paid^.the district for accepting such student 
teacher shall be paid in full to the supervisory master' teacher . 
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.WI. Emergency School Closing 

A. When, in the judgement of the superintendent, extreme weather conditions, 
fire, or, other acts ofGod require closing of the schools, and the decision 

is made prior to the regular opening time, information about such closing 
shall be released to the local radio stations. 

B. If school is closed after the regular opening hour, the superintendent or 
his designee will notify teachers through the building principals of the 
closing and the method by which they will be notified when to return. 

C. When schools are closed by the superintendent for reasons set forth in 
paragraph A, but excluding concerted absences of school system employees, 
members of the bargaining unit will be paid their regular salaries and no 
leave days previously arranged by a teacher will be deducted for such 
emergency days. 
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XVII. Academic Freedom 



Teachers shall be expected to follow courses of study, approved textbooks, 
or other guides established or approved by the board for the teaching of the grade 
or subject assigned. Within these guidelines the teacher should not be prohibited 
from permitting students to express their views or to refrain from discussion of 
areas appropriate to the course of study so long as a sincere effort is made to 
present all sides of issues which may be controversial 
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X\^III. Professional Compensation 

The basic salaries of teachers covered by this Agreement shall be as set forth 
in Appendix "A" of this agreement. 

Credit on the salary schedule shall be given a teacher for each year of military 
service up to a maximum of four (4) years. 

Extra-pay-for-extra-duty positions shall be those as set forth in Appendix— 
which is attached to and incorporated in this Agreement. Teachers assigned 
to such positions shall be paid in accordance with said Appendix. 
Change of Rank: Upon presentation of original valid certificate of increase 
of rank or proof of completion of necessary requirements for change of rank on 
or before September 1 or February 1 by the teacher to the district personnel 
office, the teacher nill receive the appropriate increase in salary according 
to the salary schedule for the following pay period and from thereon for the 
balance of the teacher^ s contract period. 

Consideration for change of rank shall be contingent upon proof or 
application filed in the personnel office. 

Non-owners Insurance Coverage: The board shall provide non-owners insurance 
coverage to protect teachers who are authorized to transport students or other 
persons in a privately owned vehicle on school and/or school related activities. 
Free Attendance at School Activities: All teachers may attend, free of charge, 
all school activities including athletic events in Columbia County. 
Errors in Teacher Paychecks: Errors made on teachers' payroll checks shall be 
corrected and paid in full in. the next check if possible. 
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XIX. Miscellaneous 

This Agreement shall constitute the full and complete commltmencs between 
both parties and may be altered, changed, added to, deleted from or modified 
only through the voluntary mutual consent of the parties in written and 
signed amendment to this agreement. 

Should any provision of this Agreement be declared illegal by a court of com- 
petent jurisdiction or as a result of state or federal legislation, said 
provision shall be automatically modified by mutual agreement of the parties 
to the extent that it violates the law but the remaining provisions shall 
remain in full force and effect for the duration of this Agreement, if not 
affected by the deleted provision. 

This Agreement shall supersede any rules, regulations, or practices of the 
Board which shall be contrary to or inconsistent with the terms of this 
Agreement. The provisions of this Agreement shall be incorporated into and 
be considered part of the established policies of the Board. 
Any individual contract between the Board and an individual teacher shall be 
made expressly subject to the terms of this Agreement. If an individual con- 
tract contains any language inconsistent with this Agreement, this Agreement, 
during its duration, shall be controlling. 

The Board agrees that it will not modify any condition of employment agreed 
upon herein until such condition has been a subject of negotiations and rati- 
fied by both parties under such procedures for negotiations as defined in this 
Agreement . 
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Copies of this Agreement titled "Agreement between the Columbia Education 
Association and the School Board of Columbia County" shall be printed at the 
joint expense of the Board and the Association within thirty (30) days after 
the agreement is signed and shall be presented to all teachers now employed 
and hereafter employed. Further, the Association shall be furnished 
twenty-five (25). copies of said printed Agreement- The Association and the 
Board shall confer upon the format and cost of such printing and mutually 
agree on the printing. 
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XX, Management Rights 

Nothing contained herein shall be considered to deny or restrict the Board 
of their rights and responsibilities under the Florida School Laws or any other 
laws. All the rights the Board had prior to this agreement are retained by the 
Board whether or net such rights have been exercised by the Board in the past. 

It is expressly agreed that all rights which ordinarily vest in and have been 
exercised by the Board, except those which areclearly expressly relinquished herein 
by the Board, shall continue to vest exclusively in and be exercised exclusively 
by the Board without prior negotiations with the Association either as to the taking 
of action under such rights or with respect to the consequence of such action during 
the term of this agreement. 

The matters contained in this agreement and/or the exercise of any such rights 
of the Board are not subject to further negotiations between the parties during 
the term of this agreement except as specifically provided by this agreement. 

It shall be the right of the Board to hire employees and determine their 
qualifications, their placement, layoff, and to promote and transfer all such 
employees except as specifically provided by this agreement. 
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XXI. Associacion and Board Accountability 

The Association and Board agree to adhere to the responsibilities vested 
in them as the certified bargaining agent and the public employer respectively. 
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XXII. No StrJke Clause 

The Association agrees that it shall not authorize^ sanction, condone, engage 
or acquiescein any strike as prohibited in Florida Statue, Section 447. 018, 
Strike shall be defined as sit-ins, picketing, boycotts, work stoppage 
of any kind, the concerted failure to report for duty, the concerted submission 
of resignations, the stoppage of work, or the concerted abstinence from the 
full faithful and proper performance of the duties of employment, for the pur- 
pose of inducing, influencing, condoning or coercing a change in terms and 
conditions of employment, or the rights privileges , or obligations of employ- 
ment, and any other concerted activities having the effectof interrupting 
work or interference of any kind whatsoever with the operation of any of the. 
facilities of the Board. 

Any violation of this article shall mean that the association may be held 
liable for any and all damages, injuries or expenses incured or suffered by 
the Board. 

Any employee whose participation in a strike as defined in "A" above may be 
subject to disciplinary action without recourse to the grievance procedure. 
Factual disputes concerning such participation may be processed as a grievance. 
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XXIII. Save Hannless 

The Association agrees to indemnify the Board for all claims, demands, cost, 
and legal action brought against the Board as a result of proven negligence 
on the part of the Association's actions in compliance with this agreement 
as determined by a court of competent jurisdiction concerning use of buildings, 
bulletin boards, equipment, and mailboxes. 

The Association agrees to reimburse the Board the actual amount for any errors 
in dues deduction, remitted to the Association, further, the Association agrees 
to pay court cost incured by the Board resulting from a suit brought against 
the Board due to erroneous or faulty data, pertaining to dues deduction submitted 
to the Board by the Association. 
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APPENDIX "A" 

Colximbia County School Board 
Payroll Period Schedules for Lhe 1975-76 K-12 Salary Schedule 

Middle of Month 

Regular 10, njonths personnel and instructional substitutes are bo be 
paid on the fifteenth of the month unless it falls on a Saturday 
or Sunday. In 6hat event, personnel will be paid on the last working 
day prior to the fif teenth# 

End of Month 

Regular 12 months personnel, bus drivers, school lunch, adult 
education, non-instructional substitutes, teacher aides, non- 
instructional hourly personnel are to be paid on the last day of the 
month unless it falls on a Saturday or Sunday. In that event, they 
will be paid on the last v;orklng day prior to the end of the month. 

Summer Program 

All summer program personnel will be paid on July 15th and/or 
August 15th unless those days fall on a Saturday or Sunday. In that 
event, personnel will be paid on the last working day prior to the 
fifteenth. 

During the month of December, the end ':^f the month pay checks will be 
issued as soon after the middle of the month payroll as possible in 
order that employees may be paid before Christmas. 
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coumniA COUNTY school board 

1975-76 Salary Schechilo 
For Ten Scholastic Month3 or 196 Days of Sorvice 



Out of County Service ; Tho maxirnuja allowablo experionce for which crodit may be 
Plivnn for plAComont on the SJilary ochartalo is l5 yeara of Flori':la experience iind 
10 yoarii out-of-stato experienco. Fi'/o years credit rnay bo given for active 
mllit-ary fJuty, but will not incrnano the ou^-of-state exportenco beycnd tho ten 
yonr nvoclnuin. All experience, including enplo^Tient and military ^aty, roist be 
orriciall^- verified before crodit may be given. 

oAlary Formular : 10 Months Salary X Days of Service 

19^ 



RANK III 



YEAR 




AC 




CC 


CC 


-7 


CC 


-10 


1 


1.000 


8200 














2 


1.015 


8323 














3 


1.030 


3ij;i6 














h 


1.0145 


8569 


1.10 


9020 












1.060 


8692 


1.13 


9266 










6 


1.075 


8815 


1.16 


9512 










7 


l.CyO 


09 3B 


1.19 


- 9750 










8 


1.105 


9061 


1.22 


lOOOii 


1.25 


10250 






9 


1.120 


918/4 


1.25 


10250 


1.28 


10ii96 






10 


1.135 


9307 


1.28 


10ii96 


1.31 


107li2 






11 


1.150 


9ii30 


1.31 


107)i^ 


1.314 


10988 


1.37 


11231i 


12 


1.165 


9553 


1.3^4 


10988 


1.37 


II23I4 


l.liO 


llli80 


13 


i.iao 


9676 


1.37 


112 3ii 


l.iiO 


llii80 


l.ii3 


11726 


llj 


1.195 


9799 


l./jO 


IIUOO 


l./i3 


11726 


l.ii6 


11972 


15 


1.210 


9922 


l.ii3 


11726 


1.U6 


11972 


l.ii9 


12218 


16 



















CC-1< 



1.55 12710 



RAim II 



YEAR 


AC 




cc 




CC 


-7 


CC-10 


1 


1.150 


9h30 












2 


1.165 


9553 












3 


1.180 


9616 












U 


1.195 


9199 


1.25 


10250 








5 


1.210 


9922 


1.28 


10Zi96 








6 


1.225 


1001j5 


1.31 


107I42 








7 


I.2I4O 


10168 


1.3i» 


10988 








8 


lo255 


10291 


1.37 


1123/4 


1.1:0 


lUSO 




9 


1.270 


lOljlii 


l.ijO 


11/480 


l.;f5 


11726 




10 


1.235 


10537 


l.h3 


11726 




11?72 




11 


1.300 


10660 


l.ii6 


11972 




12218 


1.52 1214611 


12 


1.315 


10733 


l.ii9 


12218 


1.52 


12/46/4 


1.55 127?..f> 


13 


1.330 


10906 


1.52 


1214611 


1.55 


12710 


1.58 12956 


Ih 


1.3-'»5 


11029 


1.55 


12710 


1.55 


12956 


1.61 135:02 


15 


1.360 


11152 


1.56 


12956 


1.61 


13202 


1.6/4 1324^48 


16 

















cc-15 



1.70 13 



ERIC 
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RANK I-A 















_7 
- f 




JL 


JL •/-c.> 


X\J\)H -> 












^3 


JL • f.lWJ 


1 m Ah 

X\Jx.yjO 














JL • C Jit 














h 


•1.P70 


XyJi4J-li 


X • J^J 










ti 




J.VP ^ f 


«*• • ^ 


JLXXXX 








o 


J. • JUU 


xuoou 


x« JO^ 


1 T OCT 








( 








T 1 /no 
XX0U3 








o 
D 


1.330 


lOyOo 


T 1. 1.C 


T T 0 1 0 








o 




JLxvJfc> 


X ./i 


Xcuyp 


x«puj» 


Xc JUJL 




TO 


X • j\J\J 


JLXX^ C 


X • j\J^ 


Xc ^ux 


1 croc* 


1?crfl7 

Xt^U 1 






A • J> 1 


XA.C 1 J 


X • J 


X^ ( 


X • y^j 


XCU^^ 


1 ^9^ 1 ^^{^79 


12 




JLX J/U 


X • jyjj 




X .jyj 


1 "^079 
x^v^ f y 


X • t'C J X^J/*i^ 




X*l\\J^ 




1 c;oc; 
x»pyp 


1 on 70 


X •o^p 








1.1x20 


II6I4I4 


1.625 


13325 


1.655 


13571 


1.635 l>yl7 


15 


l.ii35 


11767 


- 1.655 


13571 


1.685 


13817 


1.71$ lliG<53 


16 

















cc-15 



1,775 l'a555 



YEAR 


AC 




cc 




1 


1.300 


10660 






2 


1.315 


10783 






3 


1.330 


10906 








1.3Ii5 


11029 


l.ilO 


llj-.30 


5 


I.36O 


11152 


l.li3 


11726 




3.375 


11275 


l.i46 


11972 




1 390 


11398 


l.i»9 


12218 


8 


l..'.'05 


11521 


1.52 


12f46/4 


9 


1.2420 


U6Uh 


1.55 


12710 


10 


l.i435 


31?57 


1.58 


12956 


11 


l.i45o 


118!>0 


1.61 


13202 


12 


l.i;65 


12013 


1.6/4 


13Iiti8 


13 


l.i480 


12136 


1.67 


136yi4 


111 


l.li95 


1225> 


1.70 


139iiO 


15 


1.510 


12362 


1.73 • 


Ii4l86 


16 











RANK I 

CC-7 CC-^D CG-15 



1.55 


12710 






1.58 


12956 






1.61 


7.3202 






I.6I4 


13/4148 


1.67 


1369U 


1.67 


I369I1 


1.70 


139140 


1.70 


139ii0 


1.73 


I/4I86 


1.73 


I/4I86 


1.76 


lli/i32 


1.76 


liili32 


1.79 


114678 



1.85 15170 



JJ^OTC INSTRUCTORS 

Pay for; all JROTC instr^?;tovs will be an amount, which when added to their retired 
pay^ will equal ch'i amonat of their active duty pay, exclusive of hazardous duty 
pay and as verified by che responsible finance ana accounting officer of the United 
States First Army Headquarters at Fort Rragg, North Carolina. 
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SAURY riCHF.DHL«^. FOR CEOTIFIED SITCCER INSTftUCTORS 





CONTRACT STATUS 


DA I LI RATr. 


V 


AC 


17.19 


T7 


AO 


18.21 


ni 




31.68 






33.92 




cc-r 


36.Cli 




CC-IO 


33.21i 






1^2.27 


II 


AC 


37.32 




cc 


39.56 




CC-7 






CC-10 


I43.89 




cc-15 


1j7.96 


I -A 


AC 


I4I.32 




cc . 


I43.56 




CC-7 


1j5.68 




CC-10 


1j7.B8 




cc-15 . 


51.16 


T 


AC 


/45.3I 




cc 






CC-7 


/49.66 




CC-10 


51.86 




cc-15 


55.16 
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B, The following hourly rutes shall be paid for regular or substitute part-tiw 
1^ employees in recreatiorwl or othor ndult and comminity school prograins that 
V «re not eligible to earn stat'j FTK funds | or in other cases based or the 
flexible noods of the arfult and conumnity school programs; 

Below Rank 3 (or bolow k year college degree) $3.00 per hour 

RanJc 3 (or U year college degree) li.OO per hour 

Rank 2 (or master's degree or higher) 5*00 per hour 

C» In addition to other provisions, regular or substitute part-time non-Instructional 
assignments in the adult and community school program may be paid at hourly rates 
based on the regular full-time salary schedule for similar full-time positions; 
provided, the Superintendent may waive the high school graduation requirement 
when it would bo applicable if employment were full-time. 

The rate for in-senrice training (workshops, etc.) for the adult and conramlty 
school program normally shall be the same as for other programs. 
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SAURIES TOR PART-TIME ADOLT AND COMMUNTTY SCHOOL SMPLOYEBS 

. Instructional sA lArloa for pa r t-timd, roc^iiar or substitute asslgnmanta In pro - 
gratm M). i ^iblci"'lo <'.im •u.ntn >TF. f u-vi<3 ; (1) All refyular part-tin-^ eaployeea are 
olif^lhlft nl.io to wbatitute , in ad.tltion to those approved as subat.itutaa, only i 

(2) "Typo of Contract" holow refern primarily to regular day-proar^am instructional 
contracts held by employtjns also omployod part-time in this program, as other 
part-tlno omployoen are oli^^ihlt^ I'or only the "AC" (Annual Contract) hourly rates. 

(3) Non-cer tificatoil {)orfion.'i ex.ployoj for 160 hours or less per fiscal year under 
Stftto Do-ard Regulations, Section 5A-6.11, shall be paid for the respective ranks 
thrty would hold If cortlfind on the basis of college credit; provided, certified 
public accountarito and attorneys shall be entitled to hot less than the beginning 
rates for Rank? 11 and I, rospectively . 



Rank 



Type of Contract 



(l?7l4-75) 
Hourly Rate 



71, V, IV and III 



AC 



6.90 



III 



CC 



7-12 

7.32 
7.90 
8.65 



CC-7 

CC-10 

cc-15 



AC 

CC 



7.32 
7.98 
6./i3 
9.02 

9.83 



CC-7 
CC-10 

CC-15 



I-A 



CC-7 
CC-10 

CC-15 



AC 

CC 



8.10 
8.77 
9.23 
9.82 
10.63 



I 



AC 

CC 



8.88 
9.55 
10.02 
10.62 
11. W 
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1975-76 COUJMniA COirSTy SCHOOL J30ARD 



ATHLKTICS: 



SCHEDUIJS OF SAUHT SUPPUSMENTS 

SEMIOR HIGH 



JUNIOR HIGH 



Athletic Diroctor 
Head Football Conch 
Hoad Assistant Football Coach 
A3rtistant Football Coachos 
Head Uasketb.ill Coach 
Head Wrestling Coach 
Anyistant Basketball Coachos 
Head Track Coach 
Asnjotant Track Coach 
Hond iiasBball Conch 
Assistant Baseball Coach 
Golf Coach - Boys 
Golf Coach - GirL'j 
Tonxiia Cotich - Boys 
TennlH Coach - Girls 
Cheerloador Soonsor 
Girl's Softball Coach 
Girl's Basketball Coach 
OTHER SUl'PIi-lKHNTS 



Band 

Director of Intramurals (9-12) 
Home Economics Teachnr (All Schools) 
Agriculture Teachers (All Schools) 
Ouidanco Counselora (Senior High Schools) 
School Psychologist 

Military Property Custodian 
Assistant Military Property Custodian 
School Nurse 



12148 
1677 
1170 
663 

663 
515 
663 

663 
562 
390 
390 
390 
390 

273 
308 
308 



2I457 
1950 
390 
390 
390 
651 

600 
600 
500 



7a 

296 . 
398 
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liiO 



J}tWE 



Co-op coordinators nay be reminorated for occupational exjjerience up to 10 years over 
the 1 year required for certification purposes, 

DOT DE 

Co-op coordinators may be remunerated for occupational experience up to 10 years over 
the 2 years required for certification purposes. 

LVDUSTRIAL EDITCATION 

Occupational oxperlenco will be allowed in addition to teaching experience up to 10 
years ovor the 6 years required for certification purposes, 

QUALIFYIN'O OCCUPATIONAL EXPERIENCES 

4^1ifylng work experience in neld(s) to be taught must be verified by submitting the 
©r^g^l lottura from employers on business stationary giving; (1) beginning and endins 
dates of employment; (2) Job titles; (3) descriptions of duties and responsibilities- 
\h) degree of nucceos. * 



ERIC 
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NA2<E: 



APPENDIX ''iy* . 
OFFICIAL GRIEVANCE FORM 



SCHOOL: 



ASSIGNMENT: 



HOME ADDRESS; 



HOME PHONE: 



STEP I 



A. DATE CAUSE OF GRIEVANCE OCCURRED: 

B. RELATES TO ARTICLE(S): 



OF CONTRACT OR POLICY: 



C. STATEMENT OF GRIEVANCE 5 



D. RELIEF SOUGHT: 



(Signature) 
E. DISPOSITION BY IMMEDIATE SUPERVISOR: 



(Date) 



(Signature) 



(Date) 



ERIC 



1 copy to iTnroedifite supervisor 
1 copy to association 
1 copy foi gricvant 



GRIEVANCE NO. 
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I 

TERM OF AGREEMENT 

, A. This Agreement shall be effective as of July 1, 1975 and shall continue in 
effect through June 30, 1976. This Agreement shall not be extended orally 
and it is expressly understood that it shall expire on the date indicated. 



COLUMBIA COUNTY EDUCATION SCHOOL BOARD OF COLUMBIA 

ASSOCIATION COL'NTY 
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